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Abstract 


The purpose of this study is to examine the barriers that SMEs are experiencing when confronted with the 
need to implement e-commerce to sustain their competitiveness. E-commerce is the medium that leads to 
economic growth of a country. Small and Medium Enterprises (SMEs) play an important role in 
contributing to the Gross Domestic Product and reducing the unemployment. However, there are some 
specific factors that inhibit the implementation of e-commerce among SMEs. A questionnaire approach 
was employed in this study and 160 questionnaires have been distributed but only 9lusable questionnaires 
have been collected from SMEs. Literature found that main barriers to e-commerce adoption among SMEs 
are organizational barriers, financial barriers, technical barriers, legal and regulatory barriers, and 
behavioral barriers. It infer that all these barriers carried an average influence on e-commerce adoption. The 
most important factor barriers of e-commerce adoption are legal and regulatory barriers followed by 
technical barriers, whereas lack of internet security is the highest barrier factor that inhibits the 
implementation of e-commerce in SMEs followed by the requirement to undertake additional training and 
skill development. This paper is useful for the management of SMEs in understanding and gaining insights 
into the real and potential barriers to e-commerce adoption. This can help the organization to design strategy 
in taking up barriers tactfully to its advantage. 
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1. Introduction 


Trade between individuals or companies have been around since the beginning of human civilization. It has 
been an important and productive activity. However, it becomes complicated when the transaction occurred 
is far in distance between one to another place, especially when the difference between the two involves 
different time zone. Therefore, electronic commerce or e-commerce is the medium that can be used to solve 
these problems. E-commerce is an emerging technology nowadays. It exists as a strategic competitive 
weapon to face the overall competition that exists in the global market. It is a new way of doing business 
by replacing the traditional way that has long been practiced. E-commerce uses the technology of 
telecommunication such as the internet to assist sellers and customers for their transaction or trade and 
creating a better relationship with customers in the process of information exchange. E-commerce allows 
business to adapt to novels market and trade opportunities to increase their sales, reduce transaction costs 
(Tan, Chong, and Eze, 2010), and increase the flexibility of communication with business partners (Heung, 
2003; Tan et al., 2010). Wong (2013) had identified Southeast Asia tht generally consists of young 
generation which is an ideal environment for e- commerce growth. According to Malaysian Communication 
and Multimedia Commission (2013), there are 29.71 million population in Malaysia. Wong (2013) expected 
the number of internet users in Malaysia will increase to 21 million in 2016 with the average time spend 
online is 16 hours. 

The total number of SMEs in Malaysia is about 662, 939 (Department of Statistics Malaysia, 2011). 
According to Palma (2005), SMEs are significant to almost every economy in the world, especially to 
developing countries. SMEs have helped in strengthening the country's economy by reducing 
unemployment and contributed to Gross Domestic Product (GDP). Due to the dynamic and ever developing 
technology in the markets, the implementations of e-commerce by SMEs are vitally important. However, 
72% of SMEs in Malaysia still does not have their own websites (The Associated Chinese Chambers of 
Commerce and Industry of Malaysia, 2012). In other words, they are not using e-commerce in their 
business. Therefore, the purpose of this study is to determine the barriers that SMEs are experiencing when 
confronted with the need to implement e-commerce to sustain their competitiveness. 

While for large companies, the main reason they adopted e-commerce can be to increase the efficiency of 
their business; small companies may have different motives such as customer demand (Xu and Quaddus, 
2009). SMEs that are in the middle process of e-commerce adoption is now experiencing some problems 
and are also enjoying benefits of the large companies in maximizing their sales volumes. But due to the 
differences of resources, visions and motives between small and large companies, the obstacles and benefits 
for both types of companies are expected to be different. In addition, many SMEs in developing countries 
are not achieving the minimum level of e-commerce adoption (Stockdale and Standing, 2006). Hence, it is 
important to have a better understanding on the perception of SMEs on e-commerce technology adoption 
barriers if full potential of e-commerce technologies need to be harnessed. 


2. Literature Review 
2.1 Barriers of E-commerce Adoption 
The term “e-commerce” is described by Chaffey (2011) as all electronically mediated transactions between 
the company and third party. E-commerce not only provides the companies with huge amount of 


information and increases the speed of the transactions and decreases costs, but also reshapes their 
marketing strategies and practices (Ivanov, 2012). According to Currie (2000) e-commerce is 
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revolutionizing the way that organizations conduct their business operations and is set to have significant 
socio-technical implications. 

In Malaysia, the government has worked to popularize the use of the e-commerce among SMEs. Malaysian 
Industrial Development Finance Berhad offer up to 90% loans to SMEs for the purchase of ICT applications 
with just 4 percent interest rate to be paid within a period of 5 years. Besides that, in 2009 the Multimedia 
Development Corporation Ltd., together with the Multimedia Super Corridor (MSC) Malaysia had 
launched Malaysia Great ICT Sale as part of the effort to enhance the use of local ICT products and services 
and promote the benefit of e-commerce to the organizations and global markets. However, all the evidences 
raise the question of that: "If it's so good, then why the system of e-commerce adoption rate is so low 
among SMEs?”. Literatures have found numerous barriers to e-commerce technologies adoption in 
businesses. 

Stockdale and Standing (2004) stated e-commerce adoption barriers are lack of resources and knowledge, 
skill levels of employee, security concern, and readiness of the small businesses. Hadjimonolis (1999) found 
that e-commerce barriers are classified into external barriers and internal barriers. External barriers are 
difficult in obtaining finance and technical information, company products or services are not fitting with 
the e-commerce, or the way of owner doing their business is not a fit to the use of e-commerce. Internal 
barriers are lack of management and technical expertise, and e-commerce is not fitting with the current 
company culture. Khalifa, Irani, and Baldwin (1999) suggested the major barrier is the risks of e-commerce 
adoption perceived by the small businesses. Abbad, Abbad, and Saleh (2011) categorized the limitations of 
e-commerce into technical limitations (insufficient system security, reliability, standards and limited 
telecommunication protocols) and non-technical limitations (high cost of e-commerce in house 
development, lack of customer confidence in making faceless sales transaction, and lack of sensitivity to 
government regulations and standards). According to Heung (2003) the barriers to implementing e- 
commerce are management support, technical issues, knowledge of e-commerce, partners’ participation, 
and security. 


2.2 Framework for E-commerce Adoption Barriers in SMEs 


This study investigates e-commerce adoption barriers on the basis of study conducted by Zaied (2012). 
Zaied (2012) categorized the barriers into six groups by interviewing several experts and professionals in 
helping to group the barriers. We adapted four categories of barrier from his study which are organizational 
barriers, financial barriers, technical barriers, and legal and regulatory barriers. The remaining two barriers 
of social-culture barriers and political barriers were changed to behavioral barriers to suit with the context 
of this study. All the five factors on this study are shown in the conceptual framework in figure 1. 
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Fig.1. Conceptual Framework 
2.2.1 Organizational Barriers 


Organizational barriers are results from the organizations attitude towards the implementation of e- 
commerce system (Flynn and Purchase, 2001). Oorganizational barriers consist of lack of business models, 
culture, organization and planning, lack of employee knowledge, lack of infrastructure, reluctance to link 
to other parties, time taken for implementation, lack of supplier interest, and lack of perceived need on e- 
commerce. However, Love, Irani, Li, Cheng, and Tse (2001) stated that organizational barriers comprise 
with indirect or hidden cost, inability to quantify (financially) the impact of e-commerce, inappropriate 
investment appraisal techniques, myopic strategic planning, lack of employee knowledge, lack of an 
information technology infrastructure, a reluctance to form collaborative partnerships and a general 
reluctance to change the way business was undertaken. According to Zaied (2012) organizational barriers 
such as difficulty in changing the existing working procedure, lack of management support, organizational 
resistance to change, limited use of internet banking and web portals SMEs are some of the barriers for 
SMEs adoption on e-commerce. All these are “too difficult” factors or barriers which make e-commerce 
complicate to implement among SMEs (MacGregor and Vrazalic, 2005). 


2.2.2 Financial Barriers 


E-business technologies involve high implementation cost (Heung, 2003; Love et al., 2001; Zaied, 2012). 
Financial barriers are costs required for investment, maintenance and risk of implementing the e-commerce 
system (Love et al., 2001). In addition, lack of financial infrastructure (Zaied, 2012), inability to develop 
return on investment (Flynn and Purchase, 2001), uncertainty of payment methods (Organization for 
Economic Cooperation and Development, 2004) will influence businesses decision to implement the e- 
commerce as well. There are some organizations which are not aware of the appropriate techniques that 
could be used to evaluate the investment potential of e-commerce. It was generally found that the decision 
to invest in information technology was based on a gut feeling due to the lack of understanding on the 
releasable benefits of e-commerce (Goode, 2002; Poon, 2000). If organization evaluated their investments 
with complete information in a rigorous and systematic manner by taking into account the direct and indirect 
benefits and costs of implementation then they may be able to gain the financial and nonfinancial benefits 
offered by e-commerce (Love et al., 2001). 


2.2.3 Technical Barriers 
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One of the main issues in technical barriers is the type of technologies or software adopted does not match 
with the current organizational business requirements (Love et al., 2001). Incompatible with technologies 
in business will affect business loss and increase the operational costs. Due to this issue, organization needs 
to have an external consultant to provide their expertise in technology to make sure that the technologies 
being implemented was aligned with the organizational business requirement. This problem occurs during 
the implementing stage of e-commerce; hence it can be costly and become an on-going cost to the 
organization. However, if organization manages to overcome this problem, more benefits can be gained 
from the e-commerce in the future marketplace. Lack of education and knowledge about e-commerce 
(Darch and Lucas, 2002; Duan, Mullins, Hamblin, and Stanek, 2002) has created the attitude of distrust 
towards the information technology industry (Bode and Burn, 2002). In other words, they do not trust on 
internet security. In this respect, problems appear at various levels starting with the doubts of computer 
viruses in the internet, through the danger of business data theft including theft of money during electronic 
transactions, to the lack of suitable laws and regulations that would facilitate e-commerce. Hence trust and 
security look to be most important among the challenges to be overcome if e-commerce is to be facilitated 
(Arendt, 2008). Due to increasing innovation and new technologies, e-commerce implementations have 
become complicated (Kaynak,Tatoglu, and Kula, 2005; Zaied, 2012). Large range of e-commerce options 
has caused concerns for businesses to choose a system that is compatible with the suppliers and customers 
(MacGregor and Vrazalic, 2005). 


2.2.4 Legal and Regulatory Barriers 


Recent survey conducted among Brazilian consumers showed the low rate of e-commerce adoption was 
related to government regulations such as anxiety about privacy and security, lack of business laws for e- 
commerce, insufficient legal protection for internet purchases and concern over internet taxation (Tigre and 
Dedrick, 2004). Similarly in China, consumers are lack of ‘transactional and institutional trust’ that related 
to the weak rule of laws that was a major impediment to e-commerce (Efendioglu and Yip, 2004). 
According to Munir and Yasin (2009), Malaysia had facilitated and removed the barriers of e-commerce 
adoption by enacting several pieces of legislation, namely, Electronic Commerce Act, 2006 (ECA), 
Electronic Government Activities Act, 2007 (EGAA), and Digital Signature Act, 1997 (DSA). Malaysian 
Government has committed itself to providing a comprehensive regulatory framework of cyber laws and 
intellectual property laws to facilitate and assist the development of information technology and e- 
commerce (Kaur, 2005). In addition, Mambetalieva and Beklemishev (2005) stated that assuring security 
and draft laws on e-digital signature can strive to combat crimes in the area of computer information. 
Countries that do not concern on the computer crime or secure online transaction will prevent organization 
to adopt e-commerce. 


2.2.5 Behavioral Barriers 


Behavioral barriers concentrate on issues such as fear that jobs would be lost, reluctance to make 
changes in working habits, the requirement to undertake additional training and skill development, and the 
degree of uncertainty that technology instills in people (Love et al., 2001). All these are barriers that relating 
to people and their resistance to change. Humans naturally resist change and may need gentle persuasion to 
overcome the fear of the unknown, especially if it is related to technology. If fear towards technology causes 
the barrier on e-commerce adoption, it is important to identify and use appropriate channels of 
communication to ensure that workforce is informed on changes and how e-commerce will impact on their 
job functions. In addition, Arendt (2008) stated that the reluctance of business to invest into e-commerce 
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training for employees arise out of the fact that the owners are afraid the completion of such training and 
having improved their qualifications their employees will leave and find employment in large companies 
that offer better salaries. 


3. Research Design and Methods 


The present study focuses on SMEs in the retail trade sector which located in JohorBahru, Malaysia. In 
determining the sample size, schedule by Krejcie and Morgan (1970) shows that for a given population of 
139, a sample size of 91 would be needed to represent a cross-section of the population. 


3.1 Research Instruments 


To investigate the barriers of e-commerce adoption, questionnaires was used to collect the primary data 
information. Questionnaire was developed from the adaption of previous study by Zaied (2012). Contents 
of questionnaire are divided into three sections. Part A includes the basic information of respondents such 
as gender, position, and education. Part B is to measure owners/managers perception towards the 
importance of e-commerce barriers that affects their business on a five-point Likert-scale. Pact C is to know 
the type of e-commerce applications used by the respondents. Questionnaires are prepared in Malay and 
English languages in order to facilitate understanding of respondents to answer all the questions. 

3.2 Data Collection 


All participating SMEs' owner or managers in this cross-sectional study received a questionnaire and their 
participation was voluntary. The questionnaire had a cover letter describing the study and assuring 
anonymity and confidentiality. The owners or managers were assured that individual test results would not 
be reported. Of the 108 questionnaires distributed, 91 sets of questionnaire were returned from owner or 
managers of SMEs which representing a response rate of 84.26 percent. 


4. Data Analysis 
4.1 KMO and Bartlett's Test 


Kaiser-Meyer-Olkin (KMO) and Bartlett’s test of sphericity are two frequently used measures to assess the 
correlation matrix for the factor solution. Principal Component Analysis for the five variables single model 
results indicated that KMO was 0.794 and the Bartlett’s test of sphericity was significant at p <0.001 
(Approx. Chi-Square 1518.188, df= 425). This testing indicated that the sample was appropriate for factor 
analysis. 


4.2 Reliability Analysis 


There are five variables in this study that had undergone several reliability tests in a row. Statistical 
information for the five variables is showed in Table 1. All of the constructs are considered to have adequate 
reliability. 


Table 1 
Reliability Analysis 





Item Variable Cronbach’s o 
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1. Organizational Barriers 0.665 
2. Financial Barriers 0.848 
3. Technical Barriers 0.789 
4. Legal and Regulatory Barriers 0.917 
as Behavioral Barriers 0.633 





4.3 The Mean Rating of Barriers in E-commerce Adoption 


The rating that used to assess the degree of importance for each factor of barriers or single barrier is ranked 
according to Table 2. Only the group of barriers or single barrier that receives strong or medium rating will 
be accepted as an effective barrier on e-commerce adoption in SMEs. Based on the analysis, the mean rating 
for e-commerce barrier adoption showed in Table 3 was from 3.4038 to 3.7582. Result showed that overall 


factor barriers of e-commerce have medium effect. 














Table 2 
Rating on the Degree of Importance for Factor of Barriers 
No. Criteria Rating 
1. If the amount of sample mean is greater than or equal 4.00, group +++ 
of barriers or single barrier has strong effect 
2: If the amount of sample mean is greater than or equal 3.00 and less ++ 
than 4.00, group of barriers or single barrier has medium effect. 
3s If the amount of sample mean is less than 3.00, group of barriers or + 
single barrier has low effect. 
Table 3 
The Degree of Importance for Factor of Barriers 
Factor of Barriers Mean Std. Deviation T-Test Rating 
Organizational Barriers 3.4038 0.6829 47.548 ++ 
Financial Barriers 3.6923 0.8898 39.584 ++ 
Technical Barriers 3.7077 0.7679 46.062 ++ 
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Legal and Regulatory Barriers 3.7582 0.7962 45.027 ++ 


Behavioral Barriers 3.5330 0.6371 52.903 ++ 


Among all the five factors of barriers, legal and regulatory barriers are the most important barrier. This 
finding is consistent with Kapurubandara and Lawson (2007), and Zaied (2012). Legal framework is needed 
for the growth and development of new technologies such as e-commerce. As e-commerce has given rise 
to a number of legal issues, it has become important for every country to have e-commerce regulations. 
However, regulations that are weak, not updated, and lack in the enforcement mechanisms in protecting 
networked information can give opportunity to create an inhospitable environment towards businesses that 
wish to conduct e-commerce within a country and across the national boundaries. This creates a barrier in 
e-commerce adoption and stunt the growth of e-commerce. As businesses expand globally, there is a need 
for a strong and consistent way to protect the network. Hence, government should assert more in depth legal 
and regulation in e-commerce to reinforce existing laws. 

Findings from Table 4 indicated that lack of internet security (x = 4.0440) and the requirement to undertake 
additional training and skill development (x = 4.0330) are two most important items that inhibit the 
implementation of e-commerce in SMEs. This findings matched the results of previous studies (Alamro 
and Tarawneh, 2011; Alshehri and Drew, 2010; Fathian, Akhavan, &Hoorali, 2008; Kapurubandara and 
Lawson, 2007; Kartiwi and Mcgregor, 2007; Kshetri, 2007). SMEs are concerned with the safety features 
when using the internet for transaction such as threats from viruses, targeted attacks/hackers and keystroke 
logging. Security risk and authentication problem can cause a loss of revenues and hackers easily access 
proprietary information. According to Gartner (2005), increasing reports on lost consumer data files and 
disclosures of unauthorized access to sensitive personal data will affect the confidence of customers in e- 
commerce. Successful adoption of e-commerce in business requires qualified staffs that are knowledgeable 
on technical aspects of e-commerce. However, some employees lack education and knowledge on e- 
commerce system requirement. Therefore, there is a need for employees to undertake additional training. 
Unfortunately, SMEs attempt to save training costs by putting a stop on e-commerce adoption. In fact, there 
are some SMEs that hold that employees will leave once they gained knowledge or skills in e-commerce. 


Table 4 
The Highest Barrier Items in the Factor of Barriers 








Barriers Number of Respondents Mean T-Test Rating 
SD D N A SA 
Lack of Internet 0 9 8 44 30 4.0440 42.594 +++ 
Security 
The requirement to 0 6 9 52 24 4.0330 48.385 +++ 


undertake additional 
training and skill 
development 
SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA = Strongly Agree 





Table 5 
The Lowest Barrier Items in the Factor of Barriers 





Barriers Number of Respondents Mean T-Test Rating 
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The lowest importance and lowest effect towards the barriers of e-commerce adoption are the fear of job 
loss (X = 2.7473) and business prefer on face to face communication (* = 2.8571). A few years ago the only 
way of transaction is via face to face communication. Given the advancement of technology, most of the 
SMEs are now conducting all communication via phone, voice mail, fax, and e-mail. Traditional "brick and 
mortar" stores are already being replaced by the virtual office. The transition of technology into the business 
is a normal and natural way of life. Many businesses have realized the role of technology in improving 
efficiency and increasing the quality of their business. Hence, SMEs do not fear on the power of technology 
in causing job losses. The barrier items that give medium effect in implementing the e-commerce among 
SMEs are ranged from X = 3.8426 to X = 3.0330 in Table 6. All these barrier items are not too important to 
be emphasized by SMEs. However, these barrier items still need to be reduced to make e-commerce 
adoption more easily in the future. 








Barriers Number of Respondents Mean T-Test Rating 
SD D N A SA 
No simple procedures 2 4 17 51 17 3.8462 42.895 ++ 


and guidelines 
Lack of secure payment 3 8 14 41 235 3.8462 35.553 ++ 


infrastructures 

Lack of digital and 2 6 15 50 18 3.8352 40.754 ++ 
electronic signature laws 

lack of qualified staff 3 11 11 40 26 3.8242 33.744 ++ 
absence of legal and 1 8 15 651 16 3.8022 41.593 ++ 


regulatory systems 


change in government 0 8 18 49 16 3.8022 43.546 ++ 
policy and change 

regulations with each 

government 


difficulty in changing the 3 5 18 51 14 3.7473 39.640 ++ 
existing working 
procedures 
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reluctance to make 1 11 14 49 16 3.7473 38.600 ++ 
changes in working 

habits 

cost too high 4 12 11 43 21 3.7143 32.260 ++ 
lack of e-trading 1 10 20 44 16 3.7033 38.196 ++ 
legislations 

lack of e-commerce 2 7 23 45 14 3.6813 38.792 ++ 
standards 


organizational resistance 5 7 18 44 17 3.6703 33.534 ++ 


to change 

lack of financial 3 8 16 46 16 3.6593 33.378 ++ 
infrastructure 

inadequate quality and 3 14 16 838 20 3.6374 31.818 ++ 


speed of lines 


the degree of uncertainty 3 11 14 54 9 3.6044 36.525 ++ 
and change that 

technology instills in 

people 


unclear benefits from e- 4 15 17 37 18 3.5495 30.281 ++ 
commerce adoption 


increase innovations and 3 24 14 36 14 3.3736 28.434 ++ 
new technologies 


lack of popularity for 2 34 11 29 15 3.2308 26.031 ++ 
online marketing and 
sales 


lack of management 2 27 20 38 4 3.1648 30.790 ++ 
support 


more priority on 2 35 14 28 12 3.1429 26.279 ++ 
established personal 
relationship 


limited use of Internet 4 25 27 34 1 3.0330 30.901 ++ 
banking and web portals 





5. Conclusion 


The purpose of this study is to investigate the barriers to e-commerce adoption among SMEs focusing on 
retail trade. The theoretical contribution of this study is to explain the degree of importance on the barriers 
of e-commerce adoption. To conclude, legal and regulatory barriers and technical barriers are two most 
important factors that affect the adoption of e-commerce in SMEs. In addition, the highest barrier items in 
the barrier factors are lack of internet security and the requirement to undertake training and skill 
development. Based on the findings of this study, some recommendations could help the successful 
adoption of e-commerce among SMEs. Firstly, the government needs to be more assertive in the poorly 
prepared legislation by improving the legal structure such as online privacy law and e-signature. In addition, 
organizational should improve the technical infrastructures that are necessary for the operation of e- 
commerce and internal systems that support e-commerce to make it more effective and efficient. 
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Appropriate levels of e-commerce training programs can be designed by SMEs to develop employees' 
knowledge on e-commerce as well. 

Besides that, the media publicity should promote the advantages and benefits of e-commerce towards public 
especially to the business owners to increase their awareness to push customers and employees to make use 
of e-commerce. The government should invests in basic and higher education to reap the real benefits of e- 
commerce by giving talk, motivation and training classes about e-commerce such as online transaction, 
electronic advertising, and electronic marketing. Brand and Huizingh (2008) found that intention and 
innovation improvement are connected with the awareness of companies about e-commerce. Therefore, the 
more aware the companies have about e-commerce, the more companies willing to adopt e-commerce. 
While every effort has been made to complete this study, there are still some limitations that should be 
considered. First, due to time and cost constraints, this study was only limited to retail sector and within 
one state of Malaysia. Thus, the findings must be interpreted with caution and cannot be conclusively used 
to generalise to all SMEs sector. Future, research on other sectors will be necessary if any definite 
conclusion is to be made. Second, the current study focuses on the use of survey data to collection 
information. Future research, that utilising qualitative method such as interview can be adopted. 
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Abstract 


Traditional Finance theories assume that the investor uses all available information and make rational 
decisions while investing, but the scenario is not the same. As the literature presents the increasing 
importance of behavioral Finance, the present study investigates the impact of different Behavioral factors 
on the retail investors' investment decisions directly and through the mediation of Investor’s Perceptions. 
Besides, there is insufficient knowledge exist regarding the behavior of retail investor during the CO VID- 
19. The current study addresses this gap and examines the impact of COVID-19 between the association of 
these Behavioral factors—Disposition Effect, Herd Behaviors, Optimism, and Overconfidence— and retail 
investors’ investment intentions. The current study collected data from retail investors and gather 499 
responses as a final sample size through a convenience sampling technique. The current research employs 
the structural equation modeling technique for the empirical findings. The results of current study show the 
positive and significant association between the Behavioral factors and retail investors' decision making 
while investment. The results further demonstrate that the retail investor’s perception partially mediate the 
relationship that Behavioral factors has with retail investors' decision making. In addition, the findings 
direct that the COVID-19 moderate the relationship and change the behaviors of Retail investors regarding 
the inventors’ perception. The current study identifies various aspects and factors that significantly impact 
retail investors in investing decisions. The Brokerage firms may use the results of this study to analyze their 
clients’ intentions (retail investors) and then decide about the appropriate investment opportunity for them. 
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1. Introduction 

From the last few decades, various devotees of traditional finance made a considerable contribution to the 
existing knowledge. Many scholars put forward different theories and assumptions to understand multiple 
financial models. Four of these theories are considered the basics of traditional Finance; Capital Asset 
Pricing Model proposed by Sharp, Arbitrage pricing theory given by Modigliani and Miller, Markowitz 
principles of portfolio management, and option pricing theory that was proposed by Black Scholes (Kumar 
& Goyal, 2015). All these theories concluded that the market is efficient, and the market agents make their 
investment decisions rationally. The efficient market hypothesis suggests that the market is efficient, and 
the asset price represents the adjustment of all available information. EMH believes that the asset is trading 
on its fair value in the stock market (Kelikume, Olaniyi, & Iyohab, 2020) . 


The expected utility theory (EUT) directs that the investors make a rational decision regarding their 
investment by judging various alternatives based on the associated risks and utility of these assets (Matecka, 
2020). The energy crises of 1970 revealed that these theories—the efficient market hypothesis and expected 
utility theory—were not consistent. The efficiency of the market is questionable because various market 
anomalies are still not answered. These anomalies are the followings, 


e What are the bubbles existing in the market? 

e If the market is efficient, then why it gets crashed? 
e When these bubbles hit the market? 

e What are the factors that cause these uncertainties? 


These questions can be understandable after a thorough study of investors’ psychology. In the 1980s, the 
solution to this problem was found by converting traditional finance towards a new paradigm of Behavioral 
Finance. Behavioral Finance considers various cognitive, emotional, and psychological errors that influence 
investor behavior towards investment. These behavioral factors become the cause of inconsistency with the 
efficient market hypothesis. Kahneman and Tversky (1979) made a tremendous contribution to behavioral 
finance by introducing the Prospect theory. This theory explains how the investors make decisions based 
on the probabilistic alternatives involving risk when the investment decision's probable outcome is known. 


Additionally, the role of these behavioral biases varies between the developed markets and dynamic 
markets. The stock market of Pakistan considers a vibrant market in which the behavior of investors varies 
continuously. It raises the need for a study to identify various behavioral factors that influence investors' 
behavior toward investing. 


The current black swan of Pandemic—COVID-19—creates a very uncertain market situation (Zhang, Hu, 
& Ji, 2020). Investors’ intentions may differ during the period of this pandemic because, to date, not even a 
single documented pandemic hits the financial market with this strike. The current study's primary objective 
is to analyze the impact of various behavioral biases—Optimism, Overconfidence, risk aversion, and Herd 
Behavior— on the investor's investment decisions during COVID-19. This core objective is divided into 
various sub-questions written below, 


e To explore the impact of these behavioral biases—Optimism, Overconfidence, Disposition Effect, 
and Herd Behavior— upon the investor behavior towards making an investment 
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e To investigate the mediating role of investor intention between the behavioral biases and investor 
behaviors 


e To identify the relationship of investor intentions and investor behavior during the tenure of recent 
Pandemic (Covid-19) 


Specifically, the research addresses the two primary research questions in this study: RQJ: Have different 
behavioral biases influence the investor behaviors directly and indirectly (through the mediation of investor 
intentions)? RQ2: Do Covid-19 moderate the relationship between investor intentions and investor behavior 
toward investing? To analyze these relationships, the researcher collected data from retail investors and ran 
the analysis through Smart Pls. 


The current paper contributes to the existing knowledge through the following: (a) the current study is first 
in this kind that investigates the impact of Covid-19 upon retail investors’ investment behavior. The current 
Pandemic spread all over the world and hits the efficiency of markets so, the finding of our research will 
help to understand the psychology of retail investors under dynamic and uncertain circumstances. (b) this 
paper investigates the relationship of behavioral biases and investor behaviors through investor perceptions’ 
intervening role; this is the first attempt of this kind. 


2. Literature Review 

One of the most significant works is done by (Kahneman & Tversky, 1979) in behavioral finance by putting 
the foundation of prospect theory. Efficient market hypotheses, Rational Expectation theory, and expected 
utility theory direct that the investors are always behaving rationally in the market, but prospect theory 
considers as the alternative of these theories. Thaler and organization (1980) executed the prospect theory 
in the market and argued that investors are not always behaving rationally, but they make various mistakes 
while making their investment decisions. Based on the academic contribution of these researchers, they are 
considered the father of behavioral finance. 


2.1 Behavioral Biases that are influencing investment decisions 


The efficient market hypothesis and expected utility explained by traditional finance cannot picturize 
investors’ behavior while investing (Niroomand, Metghalchi, Hajilee, & Finance, 2020). These theories fail 
to identify the pattern of investors during investment. Thus, it opens the gate for researchers to analyze 
various factors that affect investor behaviors during different circumstances. 


2.2 Impact of Overconfidence on investment decisions 


Overconfidence is a state of mind in which investors overreact against the market information (Qasim, 
Hussain, Mehboob, & Arshad, 2019). Ainia, Lutfi, and Ventura (2019) argued that the investor who has 
some private information seems to have overconfident about investment decision-making. Overconfidence 
increases the trading activities of the investor and sometimes it may cause irrational behavior that ultimately 
leads to the loss in investment (HIDAYAT, SETTYONO, PUTRANTI, DWIMAWANTI, & KAUKAB, 
2020). According to De Bondt and Thaler (1995) most researchers with some asymmetric information will 
behave overconfidently. Commonly, the overconfidence in investors' behaviors exists due to the 
overestimation and over placement (Costa, de Melo Carvalho, de Melo Moreira, & do Prado, 2017). 
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Kumar and Goyal (2016) argued that when the investors heavily rely upon their skills, then it leads the 
investor towards overconfidence. Kansal and Singh (2018) illustrated that the investors behave irrationally 
and overconfidently when they overestimate their abilities and more commonly ignores the factor of risk in 
their decision makings. Sometimes investors have an over self-belief in their capabilities that direct them 
towards overconfidence (Abbas et al., 2017). So, this self-belief of investors increases their confidence 
while investing, and they expect to have a higher return for investing. 


According to (Qadri & Shabbir, 2014), the behavioral bias of overconfidence came from the experience. 
Investors who have considerable experience of investment in the stock exchange may have the exposure to 
analyze the market's upcoming trends. This experience in the field boosts the investors to be overconfident 
over the experience of their work. Qasim et al. (2019) concluded that the investors typically overreact 
against the private information that only belongs to them. On the other hand, they underreact the public 
information because they know that this information will soon be represented in the stock price. The 
psychological condition of overconfidence sometimes came from experience (Chira, Adams, & Thornton, 
2008). The investors are very confident about the experience's positive outcomes and are sure about the 
future results. To rely upon the past results, this state of mind leads the investor towards the behavior of 
overconfidence. Goldfarb et al. (2012) and H. Javed, Bagh, and Razzaq (2017) suggested in their findings 
that overconfidence positively associated with the investor's decision making, while on the other hand, 
(Kengatharan & Kengatharan, 2014) explored that the biasness of overconfidence negatively related with 
the investment decision making. Based on the literature mentioned above, the researchers of the current 
study propose the following hypothesis, 


H1: Overconfidence Bias will have a significant impact on investment decisions. 


2.3 Impact of Disposition effect on investment decisions 


The disposition effect is a psychological behavior of investors that they consider to be more efficient if they 
sell the winning stock and hold the losing stock (Haryanto, Subroto, & Ulpah, 2020). It is another essential 
behavioral bias that influences the investment behaviors of investors. Shefrin and Statman (1985) developed 
a theoretical framework for this bias, developed a model that shows that investors are interested in selling 
the stock that is in a winning situation, while on the other hand, investors are interested in holding the stock 
that does not perform well. Shefrin and Statman (1985) provided empirical findings against the theoretical 
behavior of the Disposition Effect. 


An, Engelberg, Henriksson, Wang, and Williams (2019) argued that the disposition effect is a crucial bias 
that influences investors' rational and directs them to take irrational behaviors. Investors usually believe 
that they will get more return from the losing stock in future, and they also want to mitigate the regret of 
loss against the stock, so this state of mind leads the investor behavior towards the dispositioning effect 
(Kumar & Goyal, 2016; Sudirman & Irwanto, 2017; Usman & Pam, 2019). Subrahmanyam (2008) argued 
that the investors are interested in selling their losing stock while keeping the winning stock. Thus, against 
the conflicting results of literature, the researchers of the current study propose the following hypothesis, 


H2: Disposition Effect will have a significant impact on investment decisions. 


2.4 Impact of Herding Behavior on investment decisions 
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Herding bias is the tendency of investors to behave like most investors are doing in the market rather than 
think independently(Huang, Wang, & Trade, 2017). This Bias increases the irrational behavior as the 
investors are not relying upon their own experience but to follow major investors’ pattern. Caparrelli, 
D'Arcangelis, and Cassuto (2004) suggested that during the time of financial crises or in the market's 
dynamic structure, the investors typically adopt the herding behavior. Metawa et al. (2019) found that the 
individual investors are more attracted to the herding behavior than the institutional investors. They found 
that as the retail investors have less information about the market trends, they adopted the herd behavior to 
follow major investors’ footsteps. 


The herding behavior of institutional investors affects the market's stock prices with more pace than the 
retail investors (Dewan, Dharni, & Trade, 2019). Contrary to the literature mentioned above, (Kengatharan 
& Kengatharan, 2014) argued that herd behavior does not affect the retail investors’ investment behaviors. 
Goldfarb et al. (2012) also inconsistent with the literature, and he argued that herding behavior does not 
affect the decision-making of the investors. Due to this research gap in the literature, the researchers of the 
paper propose the following hypothesis, 


H3: Herding Behavior will have a significant impact on investment decisions. 


2.5 Impact of Optimism on Investment Decision 


Optimism is a state of mind in which a person mitigates or minimizes negative thoughts and aligns with the 
positive outcomes (Abbas et al., 2017). Usually, the investors are optimistic if they have a strong association 
with the situation or have a vast knowledge about the circumstances of the market (Bracha & Brown, 2012). 
Nithya, Ragupathy, Sakthi, Arun, and Kannadasan (2020) argued that optimistic investors consider that 
they have an edge of critically evaluating the market condition. He further explores that optimistic investors 
think that they perform well in the market compared to their peers because of their analytical abilities. 
Ullah, Ullah, and Rehman (2017) contributed a hug in this regard and found that the investors are optimistic 
if the expected return rate is equal to the actual rate of return. He discovered that investors show optimistic 
behavior if the market behaves according to their expectations. It leads the investor towards an irrational 
behavior of optimism in which they do not consider the role of risk in the market. 


Lee, O'Brien, and Sivaramakrishnan (2008) argue that if the investors have tremendous experience working 
in the market, it is easy to predict future trends. If the investors' predictions become true, they will also be 
optimistic for their future predictions on this behavior increases the market anomalies. The investors are 
motivated to invest. While investing, they think about the positive outcomes in the form of return; this 
behavior of thinking about the positivistic approach by ignoring risk raises the optimism bias (Felton, 
Gibson, & Sanbonmatsu, 2003). Gervais, Heaton, and Odean (2003) suggests that the investor should have 
to be realistic and consider risk and return while investing. Investors always think about the positive 
outcomes of the investment to satisfy their curiosity. This state of mind raises optimism because the 
investors always look for the same actual results as they expected (Bailey, Eng, Frisch, & Snyder, 2007). 
Raheja and Dhiman (2019) explore that investors are optimistic about the desired results because of their 
emotional attachments. Hmieleski and Baron (2009) found that optimism has nothing to do with investment 
decision-making behaviors. They future explore that the investors are rational in their decision making and 
optimism does not affect the retail investors’ investment decisions. Based on this empirical literature, the 
researchers of this study propose the following hypothesis, 


Review in Business and Economics, Volume I, Issue 1 


H4: Optimism will have a significant impact on investment decisions. 


2.6 The mediating role of investor's perceptions 


The present study will not only investigate the direct impact of behavioral biases—Overconfidence, 
Disposition effect, Herd Behavior, and Optimism— on the investor decision makings and tries to analyze 
the mediating role of investors’ perceptions. The mediating part of investors perception is a missing link in 
the literature, so the current study proposes the following hypothesis to its mediating role, 


H5: Overconfidence will have a significant indirect impact on Decision making through the mediation of 
investor's perception. 


H6: Disposition Effect will have a significant indirect impact on Decision making through the mediation 
of investor's perception. 


H7: Herd Behavior will have a significant indirect impact on Decision making through the mediation of 
investor's perception. 


H8: Optimism will have a significant indirect impact on Decision making through the mediation of 
investor's perception. 


2.7 The moderating role of COVID-19 


The current study is also going to investigate the impact of investors' perception on the investment decision 
under the current crisis of Covid-19. The literature did not analyze this relationship, so that the recent study 
will fill this literature gap through the moderating role of the current concerns of Covid-19. The present 
study proposes the following hypothesis based on the arguments mentioned above, 


H9: Covid-19 moderate the relationship between the investor's perceptions and investment 
decisions. 
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Fig.1. Conceptual Framework 


3. Methods 


The population of the study consist of retail investors who wants to make their investment in the Pakistan 
Stock Exchange. Convenience Sampling technique uses by the researchers for the purpose to collect data 
from the retail investors. As the total number of investors are unknown so the researchers calculated the 
sample size through the free calculator suggested by the (Hulley et al., 2001) with 95% confidence level 
and 5% margin of error. According to the formula, a total of 510 sample is good enough for the data 
collection purposes. The researchers collected data through 750 questionnaires in which only 530 
questionnaires were received and 499 were complete in all aspects and ready for farther analysis. The 
response rate for the data collection is 67% that is good enough. 


3.1 Measures 


The current study adopted the questionnaire from previous literature for the purpose to collect data from 
the retail investors that consist of 36 questions. The overall Cronbach Alpha of the research is 0.75. The 
current study adopted the model of (Fornell & Larcker, 1981) for the purpose to check the convergent and 
discriminant validity of the instrument. The researcher used Smart Pls software for investigating the 
convergent validity of the instrument. Factor Loading, Average Variance Extracted (AVE), and composite 
reliability also checked through this software. Table 1 shows the results of the outer loading, Composite 
reliability, and AVE. These results were extracted from the Smart-PLS and the minimum requirements for 
AVE, CR, and Outer Loading are 0.50, 0.70, 0.60 respectively. The results in the table shows that the 
instrument fulfill the minimum requirements. There were some items that had the outer loadings less than 
0.30 so, all those items were dropped for the better results. 


Besides, Table 02 shows the descriptive statistics of the study. This table shows the sample mean and the 
stander deviation of HB, OM, OC, DE, IP, and DM. Discriminant Validity shows that the variables of the 
model do not reflect the other variables. The correlation analysis uses for the purpose to measure this 
validity. The researcher follow the suggestions of (Fornell & Larcker, 1981) and uses HTMT for the purpose 
to investigate the Discriminant validity. Table 3 shows the results extracted from Smart-PLS. 
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Table 1 
Outer Loading, CR, and AVE 








Construct Outer Loading CR AVE 
COVID-19 0.929 0.813 
Covid1 0.895 
Covid2 0.917 
Covid3 0.893 
Herd Behavior 0.902 0.573 
HB1 0.834 
HB2 0.864 
HB3 0.820 
HB4 0.814 
HB5 0.730 
HB6 0.662 
HB7 0.515 
Decision Making 0.892 0.629 
DM1 0.531 
DM2 0.837 
DM3 0.887 
DM4 0.886 
DMS 0.770 
Investor Perception 0.882 0.557 
IP1 0.668 
IP2 0.832 
IP3 0.844 
IP4 0.768 
IPS 0.746 
IP6 0.588 
Optimism 0.883 0.605 
OM1 0.596 
OM2 0.791 
OM3 0.863 
OM4 0.819 
OMS 0.795 
Overconfidence 0.870 0.576 
OC1 0.728 
OC2 0.780 
OC3 0.769 
OC4 0.867 
OCS 0.631 
Disposition Effect 0.877 0.589 
DE1 0.753 
DE2 0.768 
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DE3 0.771 
DE4 0.765 
DE5 0.778 
Table 2 
Stander Deviation and Mean of Variables 
Original Sample (O) Sample Mean (M) Standard Deviation (STDEV) 
COVID-19 -> Decision Making -0.120 -0.122 0.071 
Disposition Effect -> Decision Making 0.429 0.430 0.046 
Disposition Effect -> Intention -0.102 -0.103 0.047 
Herd Behavior -> Decision Making -0.143 -0.142 0.045 
Herd Behavior -> Intention 0.094 0.097 0.050 
Intention -> Decision Making 0.402 0.400 0.071 
Moderating Effect -> Decision Making 0.056 0.058 0.024 
Optimism -> Decision Making 0.441 0.440 0.031 
Optimism -> Intention 0.254 0.251 0.029 
Overconfidence -> Decision Making 0.032 0.034 0.066 
Overconfidence -> Intention 0.745 0.747 0.031 
Table 3 
Discriminant Validity through HTMT 
COVID-19 Decision Making Disposition Effect Herd Behavior Intention Optimism 
COVID-19 
Decision Making 0.546 
Disposition Effect 0.533 0.692 
Herd Behavior 0.601 0.540 0.810 
Intention 0.700 0.735 0.553 0.611 
Moderating Effect 0.545 0.138 0.239 0.246 0.454 
Optimism 0.302 0.846 0.377 0.296 0.475 
Overconfidence 0.880 0.622 0.715 0.739 0.760 0.304 





4. Findings 


4.1 Assessment of Structural Model 


In the previous section, the researchers measure the validity and reliability. The next step is to examine the 
relationship of exogenous variables with the endogenous variables. In the PLS-SEM, Path Coefficient 
directs the Significance of relationships and their relevance. The study also calculated the indirect effects 
to determine the mediating role of Investors’ perception. Moreover, SRMR (Standardized Root Mean 
Square) was calculated through the PLS-Bootstrapping to check the goodness of model fit. The value of 
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SRMR is 0.032 for the model that shows the model is a good fit because, according to Hooper et al. (2008), 
if the value of SRMR is less than 0.08, then the model is a good fit. 


Table 4 
Results of R? 








R Square R Square Adjusted 
Decision Making 0.749 0.743 
Perception 0.717 0.714 





The assessment of the model includes the calculation for the coefficient of determinant R* for evaluating 
the predictive accuracy of the model. The value of R? shows the combined effect of exogenous variables 
on the endogenous variables. It shows how much of change in the Endogenous variable is explained by the 
Endogenous Variables (Hair, Ringle, & Sarstedt, 2013). Table 03 shows the results of the Bootstrapping 
procedure for the calculation of R*. The results show that the 75% change in the Decision making of retail 
investors is explained by the Exogenous variables of the current study. While on the other hand, almost 
72% portion of the change in the Investor's perception was captured through the present study's Exogenous 
variables of the study. 


Table 5 


Path Coefficients 





T Statistics 





Path Coefficients (O/STDEV)) P Values 
Disposition Effect -> Decision Making 0.429 9.400 0.000 
Disposition Effect -> Intention 0.102 2.170 0.030 
Herd Behavior -> Decision Making 0.143 3.202 0.001 
Herd Behavior -> Intention 0.094 1.901 0.058 
Intention -> Decision Making 0.402 5.621 0.000 
Moderating Effect -> Decision Making -0.120 2.342 0.020 
Optimism -> Decision Making 0.441 14.235 0.000 
Optimism -> Intention 0.254 8.617 0.000 
Overconfidence -> Decision Making 0.032 0.477 0.063 
Overconfidence -> Intention 0.745 24.292 0.000 





Table 05 shows the results of PLS-SEM by evaluating the relationship of each path. The result shows that 
all exogenous variables have a significant positive relationship with the endogenous variables. The results 
confirm that the behavioral factors of retail investors—herd Behavior, Disposition Effect, Optimism, and 
Overconfidence— has a significant impact on the endogenous variable that is Decision making. These 
results direct to accept the hypotheses H1, H2, H3, and H4. These results are consistent with the study of 


10 
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(Barberis & Thaler, 2003). Besides, the result also shows that all behavioral factors have a significant and 
positive relationship with the mediating variable that is Investor's perception. These results are in line with 
the study of (Vijaya, 2014). In contrast, the inventor's perception has a positive and significant relationship 
with the retail investor decision making that is in accordance with the study of (M. A. Javed & Marghoob, 
2017). The impact of Covid-19 is significant but negative between the relationship of Investor's perception 
and decision making of retail investors. 


Table 6 


Mediation Analysis, Investor Perception as Mediator 





Indirect Impact 


Disposition Effect 0.04*** 0.429% ** Partial 
Herd Behavior 0.03782** 0.143*** Partial 
Optimism 0.102* 0.44 18% Partial 
Overconfidence 0.299** 0.031* Partial 





*** Highly Significance at the 0.01 level of Significance 
** Moderately Significance at the 0.05 level of Significance 
*Significance at the 0.10 level of Significance 


Table 06 above shows the direct and indirect coefficients. The results reveal that investors’ perception of 
investing partially mediates between all exogenous—herd Behavior, Disposition Effect, Optimism, and 
Overconfidence— and endogenous variables. Based on these results, the researcher accepts the hypothesis 
of H®, H®, H’, and H®. The findings also show that the Covid-19 changes the results and moderate the 
relationship between the Investor's perceptions and Decision-making behaviors of retail investors. 


5. Limitations and future directions 

The current study contributes a lot in the existing literature of Behavioral Finance but though it has some 
limitations. Firstly, the current study captured only four behavioral factors that influences the decision 
making while there are many other behavioral factors that may retail investors consider while making an 
investment. so, the current study directs the future researchers to investigate various other behavioral factors 
that may influence the decision makings of retail investors. Secondly, the current study suggests 
investigating the role of Perceived risk and Perceived return during the decision-making process as these 
variables may mediate the relationship between the behavioral factors and decision-making process. 


Thirdly, the researcher of the current study investigates the impact of Behavioral Factors upon the retail 
investors decision making process. The future researchers may also look forward the other factors like 
Financial and Psychological for enhancing the existing body of knowledge. The qualitative techniques for 
data collection give the in-depth knowledge about the intentions of investors towards making the 
investment, so the further study may follow the mixed approach method for collecting the data to overcome 
the loopholes of quantitative methods. The current study investigates the decision-making process of retail 
investors only. So, the future study may conduct their research on the decision-making process of 
institutional investors as well for the purpose to get insight. Lastly, the current study is cross-sectional in 
nature. For the purpose to mitigate the limitations of current study, the future researchers may explore the 
impact of these factors in different time lags. 


6. Conclusion 


Behavioral factors that influence the Investor's decision-making was a week point in the literature that needs 
academic researchers' attention. The current study contributes to this loophole in the literature. It 


11 


Review in Business and Economics, Volume 1, Issue 1 


investigates the impact of four behavioral factors—Disposition effect, Herd behavior, Optimism, and Over 
Confidence— on retail investors’ decision-making. The results revealed that all these behavioral factors 
were significantly related to the endogenous variable: decision-making of retail investors. It also directs 
that the Optimism and Disposition effect are the most critical variables influencing retail investors’ decision- 
making. The current study also explored the indirect impact of the Exogenous variable on the endogenous 
variables through the mediation of Investor's perceptions. The results showed that the Investor's perception 
partially mediates the relationships. The current scenario of the COVID-19 Pandemic changes the economic 
environment worldwide, so the present study captured the impact of Covid-19 over the investment 
behaviors of retail investors. The findings represented that retail investors change their investment 
behaviors during the current emergency of Covid-19. We believe that the results of this study will help to 
explore the existing knowledge of behavioral finance and widen the boundaries in the understanding of 
market operations and influencing forces for investment decisions. 
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Abstract 


The goal of this research is to check the relation between job control, employee engagement and 
organizational commitment. Organization should be explicitly interested by employee relation 
with their organization. It has been discovered that job control is fundamental for procuring a 
competitive advantage, improving firm execution and making progress in competitive business 
climate (Bond & Bunce, 2003). Further, it has been noticed that committed employees are key 
achievement drivers as they impact efficiency and other organizations results (e.g., monetary 
performance) (Marmot, Bosma, Hemingway, Brunner, & Stansfeld, 1997). To study the impact of 
job control on employee engagement and organizational commitment in all public and private 
sectors of Pakistan, the data is collected data employees working in these organizations. Hence, 
target population for this study comprises employees working in public and private sectors of 
Pakistan. It was found that job control have a weak positive relationship with engagement and it 
also has weak negative relationship with commitment. The result shows no significant difference 
between job control on employee engagement and organizational commitment. The results 
accepted the null hypothesis of the research and reject the alternative hypothesis. The study 
demonstrates the existences of weak positive relationships between employee engagement and job 


control. 
Introduction 


It should be noticed that job control itself might be a stressor whenever extraordinary 
control presents added effort, requests, and duty the individual sees as threat to assets. Be that as 
it may, if the individual is high in self-controlled they are bound to see the additional obligations 
of job control forcefully (Van Yperen & Hagedoorn, 2003). Studies (Kossek, Lautsch, & Eaton, 
2006; Liu, E Spector, & M Jex, 2005) recommends that things can be "controllable"; that is, an 
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individual ought to have the chance to acknowledge or decrease the limits in job control. As 
indicated by (Fernet, Guay, & Senécal, 2004) job control (a particular sort of workplace activities 
in control) shows a worker's capacity to settle on choices about the span, position, and 
dissemination of work time; at the end of the day, self-rule over worktime. Also, there is a fact that 
(Kalimo, Tenkanen, Harm4, Poppius, & Heinsalmi, 2000) recognizes job control as a particular 
sort of control over job activities, many general proportions of job control join such ideas, 
including, for instance job control measure. People with job control (all the more explicitly, 
command over work routines) can make work plans that consider ideal time and length of relax 
time, prompting expanded time for improvement chances (Hahn, Binnewies, Sonnentag, & Mojza, 
2011). Employees with elevated levels of job control have the chances to pick when they need a 


break and pick extra exercises that best match with needs of workplace (Reinecke, 2009). 


Similarly employee Engagement has become progressively perceived as a key research point in 
the management sciences (Sonnentag, 2011). The commitment is complete identification with 
working efficiency (Rich et al., 2010), job duties and responsibilities (Chalofsky & Krishna, 2009), 
and organizational citizenship behaviors (Moliner, Martinez-Tur, Ramos, Peiréd, & Cropanzano, 
2008), and contrarily studies with results, for example, employee turnover, and burnout (Bakker 
& Schaufeli, 2015). Employee engagement means to an inspirational state (Meyer & Gagne, 2008), 
described by applying one's full contribution and involvement in a work job (Kahn, 2010). Since 
Kahn (2010) fundamental research on engagement, have identified employee engagement as both 
a characteristic like and continuous creation of knowledge and working abilities, bringing about 
confusion over the security of the develop. For instance, conceptualizations range developed by 
Kahn's (1990) is a notion that connected with forms of organizational commitment and enhanced 


powerful brief quality of job behaviors. 


Besides, with the excessive competition organizational commitment has progressively 
become a significant point to examine for researchers in business fields. This is for the most part 
because of the way that commitment has a relationship with significant variables relationships, for 
example, job satisfaction and turnover of employees (Cooper, Stanley, Klein, & Tenhiala, 2016) 
A hypothetical clarification for this can be found in SET (Blau & Ryan, 1997). In view of this 


researches, employees who feel upheld and esteemed by their manager are probably going to offer 
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trust and commitment in return (Ng & Feldman, 2011). When employees feel upheld and 
remunerated by their manager, as indicated by researchers, they will be more dedicated towards 
the organization, which is organizational commitment. This will, lead to bring down turnover goal 
and higher job satisfaction. When investigating the writing on commitment, we can see many 
definitions. Commitment can, for instance, be characterized as "a psychological bond reflecting 
commitment to and duty regarding a specific objective at workplace" (Klein, Cooper, Molloy, & 
Swanson, 2014). Another meaning of commitment is given by (Meyer, Becker, & Van Dick, 
2006). They characterize commitment as; "a power that ties a person to an objective at workplace 


and to a strategy of importance to that objective" (Meyer, Becker, & Vandenberghe, 2004). 


Job control and Employee Engagement are essential factors that affect organizational 
commitment. The main problem usually faced by management is due excessive job control 
employee’s engagement highly affected and their commitment with the organization can be less 
or more vice versa. Furthermore, due to COVID-19 many organization have moved from work 
from office to work from home and the instant transformation in work systems can have a collision 
on the job control of the workers (Bond & Bunce, 2003).Therefore, understanding employees’ 
engagement and job control in relation to organizational commitment is essential for management 
in order to maintain high quality of employees within the organization and also continuing to 
provide excellent service to the employees. The main objective of this study is to examine the 


impact of job control and employee engagement on organizational commitment. 


The purpose of this study is to examine the impact of job control on the employee 
engagement and organizational commitment. The examination of background information is 
important to this study because it will help us to understand the impact of job control. The basic 
research aim of this quantitative study is to present a complete analysis of job control and employee 


engagement and its impact on organizational commitment. 
Job Control 


Job control might be explained and estimated severally. One translation is that of self- 
sufficiency, adequately all out command over the work. Moreover, it is explained, s either the 
measure of impact an individual has over his/her work or the degree of work he had. Thus, there 
is a plenty of expected pointers of what might be explained as employment control. Job control is 


a person's capability to effect what is going on in his or her working environment, in a specific to 
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influence working that are related to his or her personal aims. One result is that the utilization of 
various pointers in assessments of employment control may bring about various results (Marmot 


et al., 1997). 


To analyze patterns in job control extra time, and develop ‘task circumspection’ lists (for 
example mirroring the control an individual has over his/her prompt work assignments). Although 
the fact that analyzing at times unique discrete time-frames, building distinctive lists and utilizing 
diverse information sources, for the most part, the end is that task attention decreases during the 
1990s; levels off during the mid-2000s; and there is "no critical change. over the period 2006 — 
2012” (Bond & Bunce, 2003) utilize the 1992 Employment in Britain Survey and the Skills 
Surveys of 1997 and 2001. They figure a composite tasks attention file utilizing reaction to 
inquiries regarding the impact an individual has over ‘how difficult to work’; 'what undertakings 
to do’; ‘how to do them’; and ‘quality guidelines’. They distinguish a decrease in this file over the 
period analyzed. Jackson, Wall, Martin, and Davids (1993) develops a comparative record utilizing 
reaction to similar questions from the Skills Surveys of 1997, 2001 and 2006. He finds a decrease 
in the list for the period 1997 — 2001 yet contends that this level off during the period 2001 — 
2006.4 (Bond & Bunce, 2003) utilize the (full) SES informational collection and utilize similar 
inquiries to deliver their standard errand watchfulness record, subsequently expanding their 


examinations of its pattern to 2012. 
Employee Engagement 


Macey and Schneider (2008) believed worker commitment has become an essential 
concentration for both exploration and practice far and wide. The components of commitment 
approaches range from social psychological research to formative brain science to philosophy and 
morals. (Saks & Gruman, 2014) showed commitment is an immediate estimation of authoritative 
adequacy as employment execution, quality, yield, business development, and benefits. Markos 
and Sridevi (2010) characterized commitment as "a solid connection among oneself and the 
occupation responsibility where individuals completely communicate philosophy, intellectually, 


and emotionally”. 


Employee engagement is limited approach to which employees feel involved about their 


jobs, are committed to the organization. 
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Employee engagement creates a framework for building commitment based on inspiring, 
rewarding, and involving employees in collaborative actions with human resource. The effective 
shift model of work engagement is the assumption that both positive and negative effects have 
important functions for work participation (Albrech, 2011). Work engagement is the involvement 
of the self and the presence of positive work-related feelings. (Handa & Gulati, 2014) emphasized 
organizations’ need for “employees who are connected to their work and able to invest themselves 
fully in their roles, and who are proactive and committed to high quality performance standards”. 
Challenges within organizations may influence the amount of work and performance of the 
individual and the organization. Much of the literature on employee engagement has focused on 
the benefits and drivers of engagement (. However, there is little accentuation on execution 
challenges and seeing how workers see cooperation. As per Robertson and Cooper (2010), one of 
the boundaries to accomplishing representative engagement is administration, as the regulatory 
structure of associations fundamentally influences its capability to connect with its workers. 
Furthermore, the discoveries of (Gruman & Saks, 2011) concluded that the outstanding burden, 
joined by helpless administration and ineffectual openness, are key difficulties to representative 
commitment. A challenge that may happen in building commitment depends on how 
representatives feel about their work experience (Albrech, 2011). On a very basic level, 
commitment is about whether a worker wants to invest optional effort into the work. (Parker & 
Sprigg, 1999) argued that drew in representatives display apparent behaviors, for example, belief 
in the association, want to improve their work, comprehension of the business technique, and 
teaming up with and helping colleagues. Moreover, connected with representatives exhibit 
additional exertion in their work, and consistently improving their range of abilities and 
information base. (Handa & Gulati, 2014) depicted shifting degrees of commitment that 
representatives can insight at work. Workers will in general be locked in or effectively separated. 


Drawn in representatives feel associated with their work a lot with passion. 
Organizational commitment 


The idea of responsibility has a lot of consideration since the 1950s. A pioneer in the region 
of responsibility, distinguished the difficulties related with characterizing authoritative 


responsibility and proposed one of the principal speculations on the idea of responsibility. 
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Organizational commitment is defined as a concept of an organization's employees 
psychology towards his/her involvement to the organization that he/she for which they are 


working. 


Becker's theory originated from the possibility that representatives are submitted in light 
of the fact that they make " side bets ", or concealed speculations by staying in an association 
(Reichers, 1985).Which means, throughout some undefined time frame, a worker has made various 
speculations, for example, time, exertion and residency in an association. In the event that the 
worker were to leave, these ventures would be lost. For certain workers, the likely loss of these 
speculations and absence of choices to compensate for the misfortune, keep them focused on their 
association. Since (WeiBo, Kaur, & Jun, 2010) presentation of his idea and hypothesis on 
responsibility, numerous scientists have tried to grow and reclassify the idea into hierarchical and 
sociological research. Hierarchical responsibility is the measure of mental connection an 
individual has to an association. Pioneers are keen on discovering approaches to improve how 
laborers feel about their positions so these laborers will turn out to be more dedicated to their 


associations. 


Job Control and Organizational Commitment 


Researches are developing that upgraded control at work can be a significant component 
in employee' wellbeing and prosperity (Paul, 2002). Employees with low control can get 
disappointed and feel overlooked (Medibank, 2008). Judge and Bono (2011) found that there is a 
positive relationship between job control and organizational commitment. Administrators think 
about the main wellsprings of work pressure to be absence of control and work life balance (Gupta, 
Bindu, and Tyagi, 2009). The view of high work control supports the negative impacts of an 
upsetting work circumstance on a person's wellbeing and prosperity. A lot of studies connections 
job control to a few various types of pressures. Control can be over any part of work, including 
working environment, engagement, and how commitments are finished. Studies are developing 
that job control at work can be a significant component in employees' wellbeing and prosperity 
(Paul, 2002). Control over one's work (cutoff times, results and so on) strongly affects pressure, 


influencing a person's confidence, just as their capacity to accomplish work objectives. Employees 
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with low control can get baffled and feel overlooked (Medibank, 2008). Low occupation control 


is perceived as another significant wellspring of stress (European Risk Observation Report, 2009). 


The relation between job control and organizational commitment starts from the 
psychological approach between the individual and the organization. Here, the people are seen as 
wise creatures who are essentially worried about responsibility since they realize that they are 
being paid for managing the work. In contrast to other stressing variables of workplace, working 
environment, including position pressure, are not explicit to a specific work and exist in different 
structures and degrees in all positions. Giving an individual an occupation, which isn't viable with 
their capacities and information or any adjustment in person's obligations can cause pressure. In 
such scenario job control is identified with workplace and its related components. We accept that 
psychological acknowledgment can direct this grounded connection between job control and word 
related wellbeing and profitability. As indicated above, individuals who don't attempt to stay away 
from or control inward occasions have more attentional assets and take part in less avoiding 
behaviors (Bond and Hayes, 2002). They are, subsequently, better ready to see how much they 
have control in a given circumstance; and, since they are not very avoidant, they may, through 
experimentation, figure out how they can most viably utilize this control, to act in a way that is 
reliable with their qualities and objectives (e.g., augmenting their work system, emotional 
wellness, and organizational commitment). Research of job related wellbeing and execution have 
recognized that giving individuals command over their work serves to improve psychological 
wellness, organizational commitment, and execution (e.g., the workplace characteristics 
(Hackman and Lawler, 1971), the social and cultural frameworks (e.g., Emery and Trist, 1960), 
job related theories (Frese and Zapf, 1994; Hacker, Skell, and Straub, 1968), and the motivation 
and satisfaction models all are studied on the basis employees behaviors (Karasek, 1979)). In 
accordance with these theories of job control and employee wellbeing is considered a part of 
organizational commitment. People are required to overlook the misfortunes making blocks 
toward better occupation execution paying little mind to whatever occurs in the workplace. It is 
accepted that laborers won't leave their exhibitions alone influenced by those events. Their 
responsibility will stay pretty much at a similar level within the sight of high ongoing position 
control just as without it. This fragmented perspective on people even proposes that for most of 


laborers act in social behaviors, job control is the focal life interest. 
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Job control and employee engagement 


Employees occupation needs and employment assets impact her/his representative 
commitment. Employment needs, for example, a high work pressure, passionate requests, and job 
pressure may prompt low job satisfaction, debilitated wellbeing and finally to less commitment. 
Job assets, for example, social help, execution input, and self-governance may affect a persuasive 
cycle, prompting position related learning, job satisfaction, leadership skills, responsibility and 
employee commitment. Employment needs, work assets and individual variables (for example job 
environment, capacity to adjust work and family needs) as indicators of job control. Accordingly, 
a hypothetical relation among job control and organizational commitment can be set up (Bond & 
Bunce, 2003). Moreover, the writing proposes that unnecessary degrees of job control experienced 
by employees limit their intellectual and enthusiastic accessibility for job. Employee’s passion and 
psychological accessibility for work is a key for her/his work commitment (Marmot et al., 1997). 
Along these lines, job control is proposed to have a negative relationship with organizational 
commitment to such an extent that more significant levels of job control experienced by a worker 
is probably going to bring about lower level of her/his resulting work commitment (Marmot et al., 
1997). Likewise, the developing writing in employee job control propose that variables impact 
worker commitment are contrarily identified with worker commitment Smith et al. (1997) Job 
control is resulted from excessive levels of stress, this stream of literature also suggest a negative 
relationship between job control and employee engagement. In such situations, individuals see no 
reason to work hard at a task and gets unmotivated leading to poor performance. When there is a 
high level of work pressure, it leads to high stress, anxiety and unhappiness. As individuals are 
overwhelmed by the volume and scale of competing work demands, and they may start to panic 
leading to poor performance. Accordingly, (Karasek, 1990) suggests that the peak performance is 
achieved when people experience a moderate level of job control. Similarly, (Kossek et al., 2006), 
based on the motivation theory suggest that work pressure and work engagement has a strong 
relationship. Accordingly, a moderate level of job control has the ability to motivate employees 
resulting in high engagement. The researches uncovered six fields of work-life that may either lead 
to commitment: work pressure, job control, remuneration and reward, community and social 
support, perceived justice, and moral values. They found that a manageable remaining burden, 


sensations of decision and control, proper acknowledgment and prize, a strong work network, 
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reasonableness and equity, and significant and esteemed work can contribute decidedly to work 


commitment. 


Researches have suggested that there is a high degree of job control which would bring 
about an ideal degree of employee engagement. Lower level of job control emphatically identifies 
with employee engagement. In any case, after a specific point, job control adversely identifies with 
organizational commitment to such an extent that expanded degree of job control diminishes 
employee commitment. To give a similarity, having a reduced work time disregarding a specific 
level of pressure forced on employees, will help them more proficient utilization of assets and 
spotlight more on work than when there are no time limits of work. Nonetheless, having such a 
large number of assignments to deal with in too brief period will expand employee pressure and 


therefore the nature of their result may lead effect employee engagement (Liu et al., 2005). 
2.6 Employee engagement and organizational commitment 


Employee engagement commitment has picked up a lot of acceptance and the information 
is needed by stakeholders identified with the representatives and organizations. All the more as of 
late, worker commitment has created huge premium among HR experts as a few analysts guarantee 
commitment has a positive relationship with consumer loyalty, profitability, benefit, 
representatives’ maintenance and organization achievement and benefit (Saks & Gruman, 2014). 
They contend that representative commitment is significant for ‘important business results and 
execution in meaningful associations’. Saks and Gruman (2014) conceptualizes worker 
commitment . Saks and Gruman (2014) describes employee engagement as the degree to which an 
individual is attentive and consumed in the presentation of his/her jobs. He perceived between 
two sorts of employee engagement work commitment and organizational commitment. 
Occupation commitment alludes to the degree to which an individual is really interested in the 
performance of his/her own individual employment job (pp: 600-619). Then, organizational 
engagement mirrors "the degree to which an individual is mentally present as an individual from 
an association”. In extra, in the course of recent many years, the idea of authoritative responsibility 
has created incredible attention. Saks (2006) validated that the organizational commitment idea 
gets a lot of observational investigations where both contain a result and forerunner. The surge in 
interest and consideration on organizational commitment writing was according to the possibility 


that this idea is a huge piece of a worker's mental conditions since representatives, who experience 
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high organizational commitment, are assumed to show a lot of positive work environment conduct, 
for example, high job performance, and citizenship exercises, which will profit the association. 
Organizational commitment is characterized as "the general strength of a person's relationship with 
and inclusion in a specific association and can be described by a solid faith in and acknowledgment 
of the association's objectives and qualities, ability to apply significant exertion in the interest of 


the association and a powerful urge to keep up participation of the association" 
Methodology 


Research methodology includes research strategy, research design, research approach, 


target population and sample size, data collection methods and procedures as well as data analysis. 


To study the impact of job control on employee engagement and organizational commitment in all 
public and private sectors of Pakistan, the data is collected data employees working in these 
organizations. Hence, target population for this study comprises employees working in public and 


private sectors of Pakistan. 


The respondents of this research were 66 which included both male and female employees working 
in Pakistan. The respondents belong to various private and public sectors of Pakistan since we are 
trying to study impact of job control on employee engagement and organizational commitment in 


both sectors. 


A lot of research on this topic is done through internet by using different web sites. My research 
paradigm is positivism and primary data will be collected for the analysis. Mono-method 
quantitative data collection method will be used to collect data as our research study is quantitative. 
Consequently, the data will be collected through a pre-structured questionnaire which will be a 
composite of different scales measuring job control, Employee engagement and organizational 


commitment. 
4.3 Demographic 


Demographic profiles of the respondents were collected which included gender of the respondent, 
age, years of experience (tenure), their employment level and their qualification along with 
soliciting responses of the respondents on the variables of interest. The total respondents were 66 


out of which 21 were the male respondents and 45 female respondents. All the respondents were 
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the employees of public and private sectors of Pakistan. They belonged to the diversified age 


groups, qualification and years of experience. 
Analysis of Variance (ANOVA) 


Analysis of Variance (ANOVA) is showing the inter-dependencies between job control and 


employee engagement. Table 3 (a, b, c) 


Model Summary 


Adjusted R Std. Error of 
Model R Square Square the Estimate 





a. Predictors: (Constant), JC 


Sum of 
Model Squares Mean Square 


Regression 19.519 — 
Residual 72 2 
Total 24. 


a. Dependent Variable: EE 
b. Predictors: (Constant), JC 





Coefficients 


Standardized 
Unstandardized Coefficients Coefficients 
Mode iL I 





1 (Constant) 559 316 8.098 
Jc 075 4.418 


a. Dependent Variable: EE 


This table provides the R =.483 and R2 = .234 values. The R value represents the simple correlation 
and is .483 (the "R" Column), which indicates a high degree of correlation. The R2 value (the "R 
Square" column) indicates how much of the total variation in the dependent variable, employee 
engagement can be explained by the independent variable, job control. In this case it is 23.4% can 


be explained, which is very large. 
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This table indicates that the regression model predicts the employee engagement significantly well. 
Here, p < 0.05, which is less than 0.05, and indicates that, overall, the regression model statistically 


significantly predicts the outcome variable. 


The Coefficients table provides us with the necessary information to predict employee 


engagement from job control. Here the constant 2.599 and the JC has the .331 as coefficient. 


The analysis of variance was conducted to see the difference in Job control and employee 


engagement on the basis of the data that has been analyzed and collected. 


Similarly the analysis of variance has been conducted for the relationship of job and organizational 


commitment table 4 (a, b c) 


Model Summary 


Adjusted R Std. Error of 
Model R Square Square the Estimate 





a. Predictors: (Constant), JC 


ANOVA* 


Sum of 
Model Squares Mean Square 


Regression 4.634 
Residual 5 2 
Total i 


a. Dependent Variable: OC 
b. Predictors: (Constant), JC 





Coefficients* 


Standardized 
Unstandardized Coefficients Coefficients 
Model a t_ | sia. 





1 (Constant) 3.572 308 11.607 .000 
Jc 157 073 .260 2.153 035 


a. Dependent Variable: OC 


12 


Review in Business and Economics, Volume I, Issue 1 


This table provides the R = .260 and R? = .068 values. The R value represents the simple 
correlation and is .483 (the "R" Column), which indicates a high degree of correlation. The R2 
value (the "R Square" column) indicates how much of the total variation in the dependent variable, 
organizational commitment can be explained by the independent variable, job control. In this case 


it is only 6.8% can be explained, which is very weak relationship among the variables. 


This table indicates that the regression model predicts the employee engagement significantly well. 
Here, p < 0.05, which is less than 0.05, and indicates that, overall, the regression model statistically 


significantly predicts the outcome variable. 


The Coefficients table provides us with the necessary information to predict organizational 


commitment from job control. Here the constant is 3.572 and the JC has the .157 as coefficient. 


At the last the analysis of variance has been conducted for the employee engagement and 


organizational commitment and it has the following results. 


13 


Review in Business and Economics, Volume I, Issue 1 


Model Summary 


Adjusted R Std. Error of 
Model R Square Square the Estimate 





a. Predictors: (Constant), EE 


ANOVA* 


Sum of 
Model Squares Mean Square 


Regression 

Residual 

Total 
a. Dependent Variable: OC 
hb. Predictors: (Constant), EE 





Coefficients* 


Standardized 
Unstandardized Coefficients Coefficients 
Model PBT sic ror t_ | sia. 





1 (Constant) 3.253 421 7.732 .000 
EE 246 106 279 2.324 023 


a. Dependent Variable: OC 


This table provides the R =.279 and R” = .078 values. The R value represents the simple correlation 
and is .483 (the "R" Column), which indicates a low degree of correlation. The R? value (the "R 
Square" column) indicates how much of the total variation in the dependent variable, 
organizational commitment can be explained by the independent variable, employee engagement. 


In this case it is 7,8% can be explained, which is very less. 


This table indicates that the regression model predicts the employee engagement significantly well. 
Here, p < 0.05, which is less than 0.05, and indicates that, overall, the regression model statistically 


significantly predicts the outcome variable. 


The Coefficients table provides us with the necessary information to predict employee engagement 


from job control. Here the constant 3.253 and the EE has the .246 as coefficient. 
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Conclusions and Recommendations 


Discussions 


Organization’s output may undergo due to employee participation intensity which is employee 
engagement, job control and commitment. Job control on employees is become a key apprehension 
for companies since the precedent few decades. (Bryner, 2006; Weaver, 2003). With job control 
having been at record statistics in the previous studies proves that economy is attempting to balance 
it out through utilizing several organizational tactics, it benefits any organization to utilize the 
aptitudes and capacities of its work power to be increasingly profitable with fewer resources. The 
non-excluded populace, specifically, has been hit hard by this absence of assets and high 
joblessness so people bear high job controls (Sum, Khatiwada, McLaughlin, & Palma, 2009). With 
hardly any alternatives for new course and the additional worry of accomplishing more with less, 
this is a populace that has battled. Which impacts excessively focused, job control and commitment 


of employees impacts furthermore on a organizational commitment. 


Through this study the goal has been to identify how job control affects employee engagement and 
organizational commitment what mediating effect satisfaction with one’s demographics has on a 
population of included employees. There is a gap in current research involving these variables and 
this population. By identifying the difference and relation of job control, employee engagement 
and commitment among these employees, it is hoped that programs can be implemented to reduce 
the negative effects of job control and employee engagement and increase the positive effects of 
commitment. In addition, by identifying the demographic variable and its relations, training 


programs can be implemented to strengthen the process. 


After running an analysis of the data, tall of the proposed hypotheses from this study were 
supported, and one was partially supported. Additionally, several interesting findings were 
uncovered that could lead to further research. All findings of this study contribute to the existing 
literature on job control, employee engagement, organizational commitment with one’s 
demographic raise some new questions. This contribution lies in that this study provides an 


exploration for the future horizons. 


The supported hypotheses (1) the correlation of job control with employee engagement in a 


positive direction, (2) the correlation of job control and employee engagement in a negative 
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direction, It was found that job control have a weak positive relationship with engagement and it 
also has weak negative relationship with commitment. The result shows no significant difference 
between job control on employee engagement and organizational commitment. The results 


accepted the null hypothesis of the research and reject the alternative hypothesis. 


Theories testing expository methodology despite the fact that our proposed model portrays 
connections estimated at the individual level. The above reasoning, with respect to the absence of 
communication and noteworthy distinction among job control and employee commitment, is 
supported up by the study of Meyer, Allen, and Smith (1993). Meyer et al. Another conceivable 
purpose behind the absence of significance that there is an issue with the sample size as the past 
relative examination have the sample size of more than 300 hence, there is a likelihood that it has 


sketchy legitimacy for this investigation or with this populace. 


Another possible issue could be the readers’ interpretations of the measure. As the data was 
collected through online method so there is possibility that concern would be if the questions were 


confusing answers could be dependent on this perception. 


The additional analysis of the research indicated that there is relationship between the demographic 
variable of the employee with employee engagement, employee commitment and job control. 
After the additional analysis it was seen that female are more engaged than the male however there 
are no major difference between male and female similarly there are no significant difference in 


gender with health of employees. 


Conclusions 


On the basis of research finding, it is concluded that there were no major significant differences 
between employee engagement, employee commitment and job control of the employee. The study 
demonstrates the existences of weak positive relationships between employee engagement and job 
control but there were no major differences between both variables. The significant differences of 
employee engagement and job control of weak negative relationship but there were no major 
difference between both variable. Results also indicate that there is a difference between the 
employee commitment, employee engagement and job control due to the difference of 


demographic variables such as gender, age, employment level and experience. 
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Limitations 


While conducting this research we faced few problems which had effect on our results, the 


limitations that were observed are listed as follows: 


° The findings of this study could not be generalized on larger population because our data 
is collected only from sample of 187 people; due to lack of time and finances data collected from 


a small number of populations could not be generalized to others. 


° The research is conducted in specific population and cannot be generalized because the 


sample was taken only from the Pakistan. 


° Time limitation and lack of resources presented difficulty in conducting the research. There 
is a lack of control of constraining variables because many factors cannot be controlled due to lack 


of number of participants such as time and environment. 


The closed structure of the questionnaire was used to get more quantitative result, but the structure 
of the questionnaire is also a limitation, since the questions were close ended and the respondent 


did not have any other options except the ones that were provided to them. 
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Abstract 


The proposed research is aimed to inspect the impact of Job Burnout on Employee Health and 
Employee Engagement among workers. The theory expressed that there will be impact of Job 
Burnout on Employee wellbeing and worker commitment of the Employee. Members will be taken 
from the distinctive private and public associations of Pakistan through purposive advantageous 
inspecting strategy. Taking part specialists will fill Maslach Burnout stock, Employee general 
wellbeing review and commitment scale. Burnout strikes employees when they have depleted their 
physical or enthusiastic strength. This typically happens because of delayed pressure or 
disappointment. Now and then, the reason is the workplace. Unpleasant positions, absence of help 
and assets and tight cutoff times would all be able to add to burnout. The proposed research will 
give a truly necessary window of the effect of Burnout on Employee wellbeing and employee 
engagement of workers in Pakistan. 
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Introduction 

In Today’s world, most of the working practices are structured in a manner where employee 
normally involves frequent interactions with clients and co employees and these complex 
passionate emotional demands on employees’ results to be effective in the Job (Maslach, Schaufeli, 
& Leiter, 2001). Consequently, the employees who consistently work with jovial and affable 
sentiments curb negative emotions, are inclined to Burnout typify by the feeling that their 
emotional fortitudes are becoming exhausted and that they be deficient in oomph. Conservation of 
Resources (COR) theory (a body of research) proposes that employees who are mentally exhausted 
in every respect assume that they should curtail their efforts to demonstrate affirmative emotions 
and pull out from toil in concern of defending alongside replenishing their depleting resources. 
Since articulation of positive emotions has been uncovered to be directly linked with customers 
insights of service quality (Swider & Zimmerman, 2010), consumer satisfaction and reliability so 
it is crucial to comprehend how Burnout have an effect on optimistic emotional exhibit of a worker 
(Maslach, 2003). What is unequivocal for organizations is to realize how to rally round exhausted 
employees recuperate from resources depletion and retain constructive emotional display 
(Maslach, 2003). 

Employees are highly unified with Emotion work, in which they can oversee, screen and 
standardize their emotions to accomplish better at workplace which can cause the Burnout among 
them and several research’s indicate that Burnout can influence the Employee health and employee 
engagement (Lee & Ashforth, 1996). 

The main part of the burnout where an employee feels emotionally depleted due to over-burden 
work duties at workplace is known as emotional exhaustion. Emotional exhaustion is conventional 
stress variable These days, most of the working practices are structured in a manner where 
employee on average engrosses frequent interactions with clientele and co employees and these 
intricate emotional demands on employees to be triumphant in the job. Therefore, employees who 
are expected to communicate happy and benevolent feelings and stifle negative feelings.) are 
defenseless to emotional exhaustion described by the inclination that their passionate assets are 
turning out to be drained and that they need vitality. A collection of examination, which 
dominatingly expands on the conservation of resources (COR) Theory proposes that emotionally 
depleted workers will in general secure or recharge their drained feelings by limiting their 
endeavors to show positive feelings and pulling back from work. A thorough comprehension of 
how emotional exhaustion influences positive passionate presentation is significant in light of the 
fact that the statement of positive feelings has been demonstrated to be firmly connected with 
clients’ view of administration quality, consumer loyalty, and devotion (Bakker & Costa, 2014). 
What is basic for organizations is to see how to help depleted workers recoup from resources 
consumption and keep up positive passionate showcase (Swider & Zimmerman, 2010). 
Employees are profoundly interconnected with Emotion work, in which they can oversee, screen 
and manage their feelings to accomplish better. At working environment which can cause the 
emotional exhaustion among them and a number of researches explores that emotional exhaustion 
can influence the workplace Employee health and employee engagement (Shirom, 2003). 


It is additionally demonstrated in past examinations that absence of achievement has generally 
least connection when contrasted with different elements of burnout and emotional exhaustion is 
profoundly eradicating element of burnout (Toker & Biron, 2012). 

Depersonalization in burnout refers to one’s feeling of detachment with people when he becomes 
emotionally drained. When an employee is doing a lot of work and is also burden by household 
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tasks and personal life stresses, at first stage he becomes emotionally exhaust and this emotional 
exhaustion pushes him to move away from everything. what he is doing and to avoid this all, he 
starts detachment with people and world that start reducing his work performance quality and 
increase dehumanization in him (Bakker & Costa, 2014). We can say this as a human without 
feeling when he came to at the period of depersonalization. Amongst the earliest hypotheses of 
depersonalization were those of who believed the unsettling influence to be one of sense 
discernment.. This methodology was later sought after by both viewed the emotional disturbance 
as essential, the former underlining the loss of explicit emotions going with activity (Swider & 
Zimmerman, 2010). 

Personal accomplishments are those that are tied to our own aims, and were largely 
achieved through our own hard work. When it comes to reduction of personal accomplishment, it 
means the phase where one starts evaluating self negatively, consider one worthless and feels a 
poor professional self-esteem (Zellars, Hochwarter, Perrewe, Hoffman, & Ford, 2004). It is the 
third component of burnout syndrome, when at the second stage, an employee moves away from 
everything and detach with the people, his colleagues and all just because he is emotionally 
drained, then at third phase he starts feeling himself down. He feels like he doesn’t have sufficient 
ability to perform his job in an outstanding way and tendency of thinking and feeling negative in 
that individual starts increasing (Mikolajczak, Gross, Stinglhamber, Lindahl Norberg, & Roskam, 
2020). 


Representative wellbeing is a significant weapon for any productive association. Your 
staffs are people and we acknowledge that putting them first helps with moving beneficial and 
splendid work. Start inside and you'll before long see it's the way to investigating your association 
targets similarly as an inborn piece of running any association. Not only is it morally fundamental, 
yet it looks good also great marketing prudence as well. Perky representatives are equivalent to 
gainful specialists (Azeem & Nazir, 2008). Staff that are centered around, run down, frustrated 
and thought little of will not simply overflow lower soul yet could moreover incite higher laborer 
turnover and enrollment costs (Shoji et al., 2016). 

A report APA Task Force on Health Research (1976) admonished clinicians, including, to 
play a job in analyzing the medical issues of workers. It is intriguing that, over the numerous years, 
little notice has been made of employee health in the diaries that reflect research exercises. There 
might be two explanations behind the overall absence of action in this exploration area. One 
explanation might be the conviction that employee health isn't as significant as other business 
related occasions (e.g., work execution) are (Salvagioni et al., 2017). A couple of realities, in any 
case, demonstrate that health is critical to numerous individuals. There is developing concern by 
individuals, by consumer groups, by experts, and by all degrees of government with the issues of 
physical and dysfunctional behavior and health support. Noticeably, the recently referenced APA 
Task Force is fretful about wellbeing, for instance, the significance of strength of representative is 
likewise reflected in the way that they spent more than one hundred million dollars looking for 
seeking health care services in 1972. Another sign of the significance of soundness of 
representative and their expanding readiness to take an individual, dynamic job in wellbeing 
support and ailment counteraction is the quickly developing "unwinding development" (e.g. 
contemplation, biofeedback, physical work out schedules, and so on. (Maslach, 2003)) - 
Apparently, in light of an expanding need to unwind, to adapt to the pressure of living in this era. 
One can infer that health is significant. In light of this, it must be noticed that there has been 
advancement throughout the years in crucial deduction identifying with health and illness. Has 
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given an amazing audit of a significant part of the exploration on psychosocial occasions that are 
identified with coronary illness, for instance(Azeem & Nazir, 2008). In prior occasions, sickness 
was thought to result from the nearness of a solitary pathogenic operator germ, poison, endocrine 
irregularity, nutrient or dietary inadequacy, and so forth. New information, be that as it may, has 
expanded the acknowledgment that the etiology of unexpected frailty is multi-factorial (Lee & 
Ashforth, 1996). For instance, the collaboration of the psyche and body in the creation of 
wellbeing/sickness is being perceived progressively and clinical exploration and practice are step 
by step considering. A second advancement in clinical idea is the acknowledgment of the more 
extensive, multidimensional condition as a significant effect on health. For instance, 
notwithstanding thinking about the cooperation of psychological (mind) factors and physical 
(body) factors, For instance, notwithstanding thinking about the cooperation of health/ ailment. 
Many researchers are exploring this as the crucial social-mental reason for coronary failures. A 
few, in fact, feel that stress may contribute to the development of all illnesses (Best, Stapleton, & 
Downey, 2005). 

The purpose of this study is to examine the impact of employee burnout on the employee 
health and engagement. The examination of background information is important to this study 
because it will help us to understand the impact of burnout. The basic research aim of this 
quantitative study is to present a complete analysis of employee Burnout and its impact on their 
health and engagement. Due to the COVID-19 impact on employee, many employees are facing 
many stressors such as changes in work, stress of laying off, stress of salary deduction etc. We can 
assume that the today employees are facing burnout more than ever before, therefore we are 
looking for the relationship of Burnout with the Employee health and work engagement so that we 
can identify whether this Burnout have impact on the Employee health and Employee Engagement 
of workers at workplaces. After identifying the relationship among them, it will be easy to make 
more affective management policies to reduce Burnout among Employees in their professions. 
That’s why this is important research as we have to give suggestions to resolve the issues that 
ascend head due to emotional exhaustion. We came across several researches that tell us about the 
negative impacts of Burnout on Employee Engagement and Employee health. 


Burnout and Employee Health 


The human service zone was the origination of job burnout investigation that rose out of 
an endeavor to characterize the syndrome that that was distressing the exhausted, depleted, and far 
off Employee. Despite the fact that some heterogeneity in the meaning of burnout exists calculated 
and operational meaning of burnout is the most broadly utilized and acknowledged definition 
(Maslach, 2003). This efficient survey is driven by the hypothetical hypothesizes set forward 
description of job burnout, which proposes a three-measurement develop comprising of emotional 
exhaustion, depersonalization, as well as individual accomplishment. Emotional exhaustion is the 
focal component of burnout, marked set apart by sentiments of being exhausted due to interminable 
introduction to work pressure (Gruman & Saks, 2011). Sentiments of emotional exhaustion at that 
point lead to the Employee removing oneself from customers, getting negative and withdrew. The 
third measurement, personal accomplishment, alludes to sentiments of inadequacy in the working 
environment paying little mind to the exertion applied. Job burnout is a social wonder affected by 
relational connections in the workplace. Human service workers serve customers who are in a 
condition of defenselessness or emergency, which intermittently makes the relational trade a 
emotionally stimulating one for the employee (Beehr & Newman, 1978). Building up an empathic 
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association among Employee and customer is a cornerstone of human help work. Sympathy in this 
profession isn't only a verifiable desire. Most expert human help affiliations are guided by codes 
of morals that unequivocally charge these gatherings establishing an empathic association among 
Employee and customer is a cornerstone of human assistance work. Sympathy in this profession 
isn't only a verifiable desire. Most expert human assistance affiliations are guided by codes of 
morals that expressly charge these gatherings (e.g., social work, marriage and family treatment, 
fixation mentoring) with the obligation to go into Employee — customer trades with empathic 
comprehension, with an end goal to attempt to associate with and share the sentiments of others. 
As vehicles of progress, human assistance Employee s make extraordinary passionate speculations 
when working with customers/ buyers (Hsieh & Hsieh, 2003), a procedure that can prompt 
sentiments of emotional exhaustion and depersonalization .Job burnout represents a hazard to the 
emotional/mental, physiological, and conducts wellbeing of representatives. The instruments by 
which burnout is estimated to influence Employee Health are commonly depicted as coming about 
because of an exhaustion of the wore out person's very own assets that lead to a decrease in one's 
full of feeling, mental, physical, or conduct state. A consumption of lively assets happens as 
Employee s adapt to ceaseless pressure and sentiments of weariness, which at that point lead to 
sentiments of weakness and mental disintegration. The exhaustion of individual resources 
knowledgeable by a “burned out” Employee can also lead to physical ailments by compromising 
the immune system .Furthermore, Employee responses to job burnout can be showed typically and 
can incorporate such things as expanded smoking or drinking as methods for dealing with stress. 
This efficient survey centers on experimental investigations inspecting the connection between job 
burnout and numerous areas of well-being and is guided by the accompanying exploration 
question: What is the effect of emotional exhaustion, depersonalization, and diminished personal 
accomplishment on the mental /affective, physiological, and social prosperity of human service 
workers (Potter, 2009). This numerous area way to deal with this deliberate survey is guided by 
the multifaceted meaning of well-being and health set forward by the World Health Organization 
that characterizes wellbeing similar to a condition past an absence of sickness yet of complete 
mental, physical, and social employee wellbeing (World Health Organization, 1948). The three 
well-being spheres of influence that were evaluated include (1) affective/psychological health, (2) 
physiological well-being, and (3) social well-being. The applied definition used to assign an 
examination as an emotional/mental prosperity study draws on Peter Warr's meaning of mental/full 
of feeling prosperity in the working environment, 

The impacts of burnout on work performance and authoritative wellbeing have been 
broadly recorded in the writing (Ferrie, Westerlund, Virtanen, Vahtera, & Kivimaki, 2008). Be 
that as it may, the job of burnout in the physical, mental, and conduct strength of Employee s has 
just delivered a set number of studies Various examinations have found connections among 
burnout and mental wellbeing where people encountering burnout were bound to report sentiments 
of gloom and uneasiness (Kuhnert, Sims, & Lahey, 1989). 

Studies have likewise discovered that specific components of burnout were associated with 
part's actual prosperity. For example, a positive relationship was found between Burnout and the 
amount of clinical issues and psychosomatic indications reported by individuals. People with 
higher scores on the Burnout scale definite more clinical issues and psychosomatic signs in the 
assessment. On the other hand, those scoring lower on the Burnout scale declared experiencing 
less clinical issues and psychosomatic fights. Homework examined the association among burnout 
and physical wellbeing and discovered burnout was decidedly related with physical wellbeing 
grievances (Volpp, Asch, Galvin, & Loewenstein, 2011). Members encountering elevated levels 
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of burnout detailed more physical wellbeing objections than members encountering lower levels 
of burnout. Burnout is a state of energetic, physical, and mental weakness achieved by extreme 
and postponed pressure. It happens when you feel overwhelmed, earnestly exhausted, and 
unsuitable to fulfill consistent requirements. As the pressing factor continues, you begin to lose 
the interest and motivation that drove you to take on a particular occupation regardless. 

Burnout reduces convenience and saps your energy, leaving you feeling continuously 
helpless, pitiful, basic, and furious. Finally, you may feel, as you do not have much else to give 
(Swider and Zimmerman, 2010). 

The unfriendly results of burnout spill over into every customary issue—including your 
home, work, and public development. Burnout can additionally roll out significant length 
improvements your body that make you frail against contaminations like colds and influenza. 
Because of its different results, administer burnout immediately (Schultz & Edington, 2007). 


Burnout and Employee Engagement 


In a viable worldwide market, organizations associations are continuously careful that the 
number and nature of representative responsibilities is a vital business issue. Accordingly, the point 
of convergence of various progressed affiliations has begun to logically focus on the organization 
of human resources, instead of standard definitive constructions that depend strongly rely upon 
control and financial norms of cost diminishing, capability and pay (Robbins, Ford, & Tetrick, 
2012). Undoubtedly, Ulrich suitably expressed: "Representative commitment turns into a basic 
business issue on the grounds that in attempting to deliver more yield with less worker input, 
organizations must choose the option to attempt to connect with the body as well as the psyche 
and soul of each worker". Therefore, fruitful Employee commitment can't be accomplished or 
viably developed without authoritative structures and the executives rehearses planned for 
forestalling horrible showing, low inspiration, sick wellbeing, and separation (Maslach et al., 
2001). 

Incidentally, it was research on burnout invigorated are logically careful that the number 
and nature of worker responsibilities is a fundamental business issue. Along these lines, the point 
of convergence of various progressed affiliations has begun to continuously focus on the 
organization of human resources, instead of standard definitive designs that depend strongly rely 
upon control and financial principles of cost diminishing, capability and income (Salvagioni et al., 
2017). The test assessment of work commitment. Then again, to those representatives who are 
‘wore out’, drew in representatives have an excited and incredible relationship with their work; and 
rather than review their work as unsavory and mentioning, they consider it to be trying and 
fulfilling. Thusly, work commitment is viewed as a positive, enthusiastic convincing state of 
fulfillment that is depicted by three estimations: energy, dedication and maintenance. Energy is 
depicted by raised degrees of essentialness and mental flexibility while working, the availability 
to place assets into one's work, and resourcefulness even notwithstanding hardships/deterrents. 
Responsibility insinuates being unequivocally connected with one's work, and experiencing a 
sensation of centrality, energy, inspiration, pride and challenge (Holton, Barry, & Chaney, 2016). 
Combination is depicted by being blissfully inundated in one's work, whereby time elapses quickly 
and one has inconveniently in isolating oneself from work. It is critical to feature, that engaged 
employees are not equivalent to compulsive workers. As opposed to obsessive workers, connected 
with employees do not have the average enthusiastic drive to work. That is, for engaged employees 
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work is entertaining, not dependence; as closed from a subjective report among 15 drew in 
employees (Albrech, 2011). 

A developing assemblage of examination has exhibited the relationship between work 
commitment and different wellbeing result including, low degrees of tension and wretchedness, 
astounding apparent wellbeing, low degrees of burnout, positive feelings and speedier recuperation 
from work; and authoritative results including recurrence of affliction non-attendance, turn over, 
to give some examples . A predetermined number of studies have inspected the connection 
between work engagement and execution; yet on the other hand, the consequences of these set 
number of studies gives primer proof of a positive connection between these variables(Gruman & 
Saks, 2011). 

‘Individuals who experience burnout regularly experience negative work perspectives, 
work disappointment, and lower levels of employment execution 

Employee Exhaustion (EEx) as well as employee engagement has huge ramifications for 
worker wellbeing and hierarchical execution in this manner they speak to high-intrigue themes for 
specialists and professionals. Notwithstanding, on the grounds that the two ideas are somewhat 
profoundly associated (Hsieh & Hsieh, 2003), the correlation amid Burnout plus employee 
engagement has produced banters in the writing. At first, specialists thought about that employee 
engagement is something contrary to burnout, and what's more, that the two ideas can be evaluated 
utilizing a similar survey. In light of this point of view, other examination considers demonstrated 
that burnout and Employee Engagement have distinctive relationship designs with factors of 
intrigue (e.g., work qualities) so as to Employee engagement has steady impacts over burnout in 
longitudinal examinations or then again that burnout and employee engagement have distinctive 
relationship designs with character factors. For example, neuroticism or extraversion In view of 
these discoveries, analysts inferred that Burnout and Employee commitment are builds that portray 
associated, yet unmistakable types of prosperity (Singh et al., 2010). 

In the current audit, we start from the suspicion that Employee engagement plus burnout 
are particular but then corresponded types of worker wellbeing. Following this conceptualization, 
a few analysts proposed that the solid connection between's them (Fujishiro & Heaney, 2009)(i.e., 
values running somewhere in the range of 0.30 and 0.50, as indicated could be the consequence of 
a causal connection between the two types of prosperity. 

This investigation adds to existing writing by contrasting burnout and engagement in 
connection with the worker wellbeing , which permits the scientist to segment clarified difference 
among numerous indicators to all the more likely comprehend the pretended by every indicator. 
The work demands-—resources mock-up is a valuable system for conceptualizing forerunners of 
burnout and engagement. The JD-R expresses that occupations have one of a kind arrangements 
of employment prerequisites (requests) and occupation related assets that go before burnout and 
commitment. Instances of occupation requests are high remaining task at hand and over the top 
time pressure. Occupation assets incorporate factors, for example, self-sufficiency and social help 
(Ozminkowski et al., 2000). A meta-examination of the JD-R model found that by and large, work 
assets are identified with persuasive procedures and commitment while work requests are 
connected most firmly to burnout. Burnout and commitment are especially huge issues among 
representative. Worker experts regularly face ominous and some of the time wild occupation 
requests (e.g., extended periods of time, work—family strife, and job equivocalness), which can 
prompt side effects of strain or burnout. Medical attendants have a particularly high danger of 
burnout (Markos & Sridevi, 2010). Be that as it may, nurture pioneers can impact their medical 
attendants’ degree of work commitment, bringing about proactive work practices and improved 
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patient results. Crisis clinical specialists (EMTs) are another word related subgroup presented to 
an inalienably compensating however requesting workplace .Following the JD-R model, work 
requests and assets that are predominant among nurture pioneers and EMTs were evaluated. Job 
demands included intellectual, physical, and enthusiastic impression of work, emotional 
evaluations of work pressure work hours, and work—family balance/strife. To quantify work assets, 
self-rule, ability watchfulness, and importance were evaluated (Robbins et al., 2012). To test the 
connections among occupation explicit requests, extraordinary individual assets, burnout and 
commitment, the connections among requests and commitment/burnout, and assets and 
commitment/burnout were analyzed, as proposed. It was speculated that requests associate more 
grounded with burnout-than assets and that assets relate more grounded with engagement than 
requests. 
METHODOLOGY 
Data Analysis 

SPSS is used for data processing and analysis. The data was collected through pre- 
structured questionnaires. All the collected is analyzed through various tests in spss such as 
correlation, regression and reliability test. 









































Table 1: 

Frequency (F) and percentages (%) of Demographic characteristics of the study sample (N=50 
Characteristics F (%) 
Gender 
Male 17 (34%) 
Female 33(66%) 
Age 
20-30 16 (32%) 
31-40 28 (56%) 
41-50 6 (12%) 
Qualification 
Below intermediate 1(2%) 
Intermediate 10 (20%) 
Graduation 13 (26%) 
Masters 26 (52%) 














Table 1 mentioned above shows the frequency distribution and percentages of all demographic 
variables considered in this study. The purpose of this study is to show a truly representative 
population sample in this study. 

Table 4: 

A Pearson Product Moment Correlation was performed to find out the relationship between 
health and burnout. The table 4 shows the results. 

Co relational Analysis between employee health and burnout (N=50) 




















Correlations 
JB EH EE 
JB Pearson 1 532°" — | 758"° 
Correlation 
Sig. (2-tailed) .000 000 
N 50 50 50 




















Review in Business and Economics, Volume 1, Issue 1 









































EH | Pearson 532" | 1 626" 
Correlation 
Sig. (2-tailed) .0OO .000 
N 50 50 50 
EE Pearson 758" 626" 1 
Correlation 
Sig. (2-tailed) .0OO .OOO 
N 50 50 50 
** Correlation is significant at the 0.01 level (2-tailed). 





The above mentioned table 4 shows that there is a significant but weak negative relationship 
between employee health and job burnout .The above analysis indicates that burnout have negative 
relationship with health which means the raise in one variable will decrease the other. 
The above mentioned table 5 shows that there is a significant but weak positive relationship 
between employee engagement and job burnout .The above analysis indicates that burnout have 
positive relationship with employee engagement which means the raise in one variable will 
increase the other. 

The reliability of the questionnaire has been assessed by chronbach alpha through spss. 
The value of each construct is greater than 0.5, which shows good fit reliability of the analysis. 
Table 2 reliability statistics 


Reliability Statistics 
Cronbach's Alpha N of Items 


Job burnout .692 10 
Employee health .610 10 
Employee Engagement .669 10 


Relationship between job burnout and employee health 


In the regression tables given the study is explaining about the value of R regression coefficient is 
0.53 and R square is .283 while the Anova table is explaining that overall model is significant as 
significant value is less than (p< 0.00) and job burn out is 55% affect the employee health. 





Model Summary 








Model R R Square Adjusted R Square | Std. Error of the 
Estimate 
1 32? 283 .268 43848 

















a. Predictors: (Constant), JB 














ANOVA? 





Model Sum of | Df Mean Square F Sig. 
Squares 
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1 Regression 3.644 1 3.644 18.954 .000° 
Residual 9.229 48 192 
Total 12.873 49 

a. Dependent Variable: EH 

b. Predictors: (Constant), JB 

Coefficients? 

Model Unstandardized Coefficients Standardized T Sig. 

Coefficients 
B Std. Error Beta 

1 (Constant) 1.938 526 3.683 001 

JB 350 126 a4 4.354 000 








a. Dependent Variable: EH 





The ANOVA and coefficient table represent the positive significant interdepcy between the 
employee health and job burnout. 
It means as the employee health will be get better the job burnout will reduce and have good impact 
in the organization. 
Relationship between Job burnout and employee engagement 
In the regression tables given the study is explaining about the value of R regression coefficient is 
0.758 and R square is .575 while the Anova table is explaining that overall model is significant as 
significant value is less than (p< 0.00) and employee health out is positively affecting 76.5% of 
the employee engagement. 









































Table 
Model Summary 
Model R R Square Adjusted R Square Std. Error of the 
Estimate 
it 7158" O15 566 2922 
a. Predictors: (Constant), JB 
ANOVA? 
Model Sum of | Df Mean Square F Sig. 
Squares 
1 Regression 7.033 1 7.033 64.888 .000° 
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Residual 5.202 48 .108 





Total 12.235 49 























a. Dependent Variable: EE 





b. Predictors: (Constant), JB 


























Coefficients 
Model Unstandardized Coefficients Standardized T Sig. 
Coefficients 
B Std. Error Beta 
1 (Constant) 1.005 395 2.543 014 
JB 765 095 758 8.055 .000 


























a. Dependent Variable: EE 








The ANOVA and coefficient table represent the positive significant inter dependency between the 
employee health and employee engagement. 

It means as the employee health will be get better the employee will be more engaged with the 
organization, and have good impact in the organization. 


Relationship between Employee health and Employee engagement 


In the regression tables given the study is explaining about the value of R regression coefficient is 
0.626 and R square is .391 while the Anova table is explaining that overall model is significant as 
significant value is less than (p< 0.00) and employee health out is positively affecting 61% of the 
employee engagement. 





Model Summary 








Model R R Square Adjusted R Square Std. Error of the 
Estimate 
1 .626° ol aie .39386 























a. Predictors: (Constant), EH 

















ANOVA? 

Model Sum of | Df Mean Square | F Sig. 
Squares 

1 Regression | 4.789 1 4.789 30.871 .000° 
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Residual 7.446 48 ba 
Total 12.235 49 
a. Dependent Variable: EE 

b. Predictors: (Constant), EH 






































The ANOVA and coefficient table represent the positive significant inter dependency between the 
job burnout and employee health. 

It means as the employee health will be get better the employee will be more engaged with the 
organization, and have good impact in the organization and the job burnout will be so less. In this 
situation organization will be more effective. 















































Coefficients? 
Model Unstandardized Coefficients | Standardized T Sig. 
Coefficients 
B Std. Error Beta 
1 (Constant) | 1.595 .466 3.425 001 
EH .610 .110 .626 5.556 000 
a. Dependent Variable: EE 
Discussions 


Organization’s output may undergo due to employee anxiety intensity, burnout and turnover 
becomes high and employee engagement becomes low. Burnout on employees is become a key 
apprehension for companies since the precedent few decades .With joblessness having been at 
record statistics in the previous hardly any years and the economy attempting to balance out, it 
benefits any association to utilize the aptitudes and capacities of its work power to be increasingly 
profitable with fewer resources (Best et al., 2005). The non-excluded populace, specifically, has 
been hit hard by this absence of assets and high joblessness .With hardly any alternatives for new 
course and the additional worry of accomplishing more with less, this is a populace that has battled. 
Which impacts excessively focused, burned out and commitment of employees and furthermore 
on a worker's wellbeing (Singh et al., 2010). 

Through this study the goal has been to identify how work role affects burnout, engagement and 
employee health and what mediating effect satisfaction with one’s demographics has on a 
population of non-exempt employees. There is a gap in current research involving these variables 
and this population (Volpp et al., 2011). By identifying the difference and relation of burnout, 
engagement and employee health among these employees, it is hoped that programs can be 
implemented to reduce the negative effects of burnout and employee health and increase the 
positive effects of engagement. In addition, by identifying the demographic variable and its 
relations, programs can be implemented to strengthen the process. 

After running an analysis of the data, the one of the proposed hypotheses from this study were not 
supported, and one was partially supported. Additionally, several interesting findings were 
uncovered that could lead to further research (Saks, 2006). All findings of this study contribute to 
the existing literature on burnout, engagement, employee health with one’s demographic raise 
some new questions. This contribution lies in that this study provides an exploration for the future 
hiring’s. The financial cost of excusing laborer success has gotten very self-evident. Burnout alone 
is surveyed to cost the overall economy $322bn consistently. Measures to help thriving are 
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dynamically transforming into a 'undeniable prerequisite have' for associations that need to grasp 
their best people and attract new capacity too. 

We're correct now living through maybe the most testing periods for agent burnout ever. With 
more delegates going to their managers for help, it's never been more huge for pioneers and 
administrators to focus on the necessities of their workers, and to make them feel valued by taking 
an action. 

Christina Maslach highlighted the need to zero in nearer on the social and definitive environment 
in which individuals work in The European Health Psychologist. In particular, she centers to the 
way that associations ought to be more creative about plans at a progressive level, rather than 
essentially an individual one. 

The 2 partially supported hypotheses were (1) the correlation of burnout with employee health in 
a positive direction, (2) the correlation of burnout and engagement in a negative direction, It was 
found that burnout have a weak positive relationship with engagement and it also has weak 
negative relationship with health. The result shows no significant difference between burnout on 
employee engagement and employee health. The results accepted the null hypothesis of the 
research and reject the alternative hypothesis. 

Theories testing expository methodology despite the fact that our proposed model portrays 
connections estimated at the individual level. The above reasoning, with respect to the absence of 
communication and noteworthy distinction among burnout and employee commitment, is 
supported up by the study. Another conceivable purpose behind the absence of significance that 
there is an issue with the sample size as the past relative examination have the sample size of more 
than 300 hence, there is a likelihood that it has sketchy legitimacy for this investigation or with 
this populace. 

Another possible issue could be the readers’ interpretations of the measure. As the data was 
collected through online method so there is possibility that concern would be if the questions were 
confusing answers could be dependent on this perception. 

The additional analysis of the research indicated that there is relationship between the demographic 
variable of the employee with employee engagement, employee health and employee burnout. 
After the additional analysis it was seen that female are more engaged than the male however there 
are no major difference between male and female similarly there are no significant difference in 
gender with health of employees (Ferrie et al., 2008). 

Research Philosophy and assumptions includes a plan of what data to gather, from whom, how 
and when to collect the data, and how to analyze the data. 

Cross Sectional research design will be used in this study. This is the most suitable research 
design for this study because it is most appropriate for meeting the objectives of the study. 

The approach of this thesis’ research problem is conducting a study on CSR implementation 
impact on financial performance and stakeholder pressure. It enables the researcher to get a deeper 
understanding of a larger phenomenon. Employees are highly unified with attachment to society, 
in which they can oversee, screen and standardize their emotions to accomplish better at workplace 
which can cause the loss among them and several research’s indicate that stakeholder pressure can 
influence the financial performance. The most important thing in the selection of research 
approach is the nature of research, as my research (Zellars et al., 2004) problem is how CSR 
Implementations are affecting stakeholder pressure and financial performance at their workplace. 
Therefore, I have decided to choose quantitative methods research approach; hence, I can get 
opinions of employees working in Pakistan and as to accommodate my first objective of exploring 
and understanding the complexity of the contextual variances in context of Pakistan. This research 
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id based on positivism pragmatism in which primary and secondary data may be collected but in 
this study context, primary data is collected from employees of different public and private sectors 
of Pakistan where stakeholder pressure and engagement is affected due to CSR implementations. 
Employee age also play an integral role on the employee behavior and health. The above data 
shows that individual age is inversely proportional to the employee engagement. According to this 
research analysis, more will the age of the employee; they are less engaged in work. Similarly it 
was seen through the data analysis that more the age of employee more they have job burnout 
-However it was seen through analysis that individual who fall in the range of 30-40 & and 50+ 
have the most disturbance in health. This analysis shows the significant difference of employee 
health, engagement and employee health due to the age factors. 

In this research we also analyze the difference of employee health, burnout and engagement due 
to the level of employment, it was indicated that individual who are in entry level position are 
more engaged than the others, similarly they have the low level of engagement, however it was 
indicated that the individual who are in executive level faced the health issues most in comparison 
to others. As we said above, if your compensation pack is under industry rules, it could make your 
laborers feel that you don't regard their undertakings and responsibilities to the association. 
However, taking everything into account, it's inadequate to simply offer your laborers the sort of 
benefits that you figure they might like. Few out of every odd individual necessities a pool table 
in the staff room, for example. If you really need to address agent burnout, you need to offer the 
sort of compensation and benefits that will genuinely move a passionate reaction. For specific 
delegates, it might be evident that they're pushing toward limit: They might appear more engaged, 
involved, or grieved than anticipated. However, various laborers might be better at disguising 
things. Everything might emit an impression of being fine on a shallow level. Anyway inside, they 
might be mulling. 


HR tech can help you with recognizing the early signs that something presumably will not be 
extremely directly with a delegate. A nonattendance the board system can give you permission to 
key nonappearance data. This can enable you to identify certain models. 

For example, you might see that a delegate is missing more significant length of work than you'd 
expect that they ought to. With this information to hand, you can speak with the specialist, and 
offer to help them in any way you can. In this way, you might actually deal with any little issues a 
long time before they get a chance to twisting into gigantic issues. 

A bound together online system will in like manner give you fundamental data and alerts on 
specialists that aren't using event capability. Nonappearance matters and using data and 
advancement to help yearly leave will help delegates with taking a lot of expected breaks to 
diminish the risks. 


Conclusions 

On the basis of research finding, it is presumed that there were no major huge contrasts between 
representative commitment, worker wellbeing and burnout of the worker. The examination shows 
the presences of powerless positive connections between representative commitment and burnout 
yet there were no significant contrasts between the two factors. The huge contrasts of worker 
wellbeing and occupation burnout of feeble negative relationship yet there were no significant 
distinction between both variable. Results additionally demonstrate that there is a distinction 
between the representative wellbeing, worker commitment and burnout because of the distinction 
of segment factors like gender, age, business level and experience. 
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Burnout might be the aftereffect of tenacious pressure, however it isn't equivalent to an excessive 
amount of pressure. Stress, all around, includes excessively: such a large number of pressing 
factors that request a lot of you genuinely and intellectually. Nonetheless, focused on individuals 
can in any case envision that in the event that they can simply return everything to normal, they'll 
feel much improved. 
Burnout, then again, is about insufficient. Being worn out implies feeling vacant and intellectually 
depleted, without inspiration, and past mindful. Individuals encountering burnout frequently don't 
perceive any desire for positive change in their circumstances. On the off chance that unnecessary 
pressure feels like you're suffocating in liabilities, burnout is a feeling of being completely 
evaporated. And keeping in mind that you're typically mindful of being under a great deal of 
pressure, you don't generally see burnout when it occurs. 
Recommendations 

The current examination gives some data with respect to the representative commitment 
and worker wellbeing and the work burnout of the worker. Assuming somebody needs to recreate 
this, the accompanying suggestions for additional examination are: 
This examination will be useful for future investigations in the space of representative segment 
sway on the worker wellbeing, worker commitment and occupation burnout. 
° A comparative investigation can be directed with a huge example size, even on worldwide 
level. It will give ideal outcomes to sum up on enormous populace. 


° The examination can be stretched out by taking examples from various socioeconomics 
like age, sexual orientation and instruction level. 


° The examination can be stretched out by taking various factors for future investigation. 
The research can be extended by using the different tools of assessment for the same variable for 
the reliability and validity of result. 


Limitations 


While directing this examination we dealt with not many issues which had impact on our outcomes, 
the constraints that were noticed are recorded as follows: 

The discoveries of this examination couldn't be summed up on bigger populace on the grounds 
that our information is gathered distinctly from test of 187 individuals; because of absence of time 
and funds information gathered from few populaces couldn't be summed up to other people. 

The research is conducted in specific population and cannot be generalized because the sample 
was taken only from the Pakistan. 

Time limitation and lack of resources presented difficulty in conducting the research. There is an 
absence of control of compelling factors on the grounds that many components can't be controlled 
because of absence of number of members like time and climate. 

The shut construction of the survey was utilized to get more quantitative outcome, however the 
design of the poll is likewise an impediment, since the inquiries were close finished and the 
respondent didn't have some other choices aside from the ones that were given to them. 

Ethical Considerations 


All participants signed informed consent forms to confirm that they were participating in the study 
voluntarily and willingly. They were also told that all of the information would be kept private and 
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secret. Participants also have the freedom to withdraw from the study at any moment, and will be 
properly debriefed if this is the case. Agent benefits are unimaginable for resolve, and they're basic 
expecting you need to attract and hold the capacity your business needs to succeed. 
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Abstract 


For any organization, the value of having staff who are both well-educated and highly 
motivated cannot be stressed. Firms establish a strategic HRD framework that is connected with 
the organization's objectives to attain this purpose. If a firm wants to be successful, it must 
continuously work to develop the talents of its employees. The Four Stages of HRD Framework 
will be described in this article, and it is suitable for every company. 

It is important for individuals to work on developing their public speaking skills throughout 
their lives. When individuals communicate with family members, relatives, friends, neighbors, and 
community members, at educational institutions, with instructors or fellow students, or in 
employment settings, with supervisors, managers, employers, or colleagues, they must be able to 
talk in public. When it comes to public speaking and dealing with a range of companies, human 
resource development (HRD) is crucial. Everyone gets the same chance to speak and present at 
these seminars and workshops. In other words, human resources should practice public speaking. 
Public speaking skills are necessary not just in academic and professional settings, but also in 
social, cultural, religious, economic, and political situations. When people put their skills to good 
use, they may become more productive members of society. This research paper focuses on the 
meaning and significance of public speaking talents, the situations in which they are employed, 
the many types of public speaking skills that exist, and the strategies for improving them. 


What is HRD Framework? 


HRD acts as a foundation for firms to improve their employees. It contributes to the 
development of their own as well as the organization's abilities, knowledge, and skill set. One of 
the most essential roles of HRD is to retain and motivate employees. In the past, it was an effective 
approach to rekindle employees' enthusiasm for the company's success. 


Why is HRD Framework Important in public Speaking? 
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The human resource development framework is critical since it ensures that the firm's employees 
get the necessary training and support. The basic objective of performance improvement is to 
enhance efficiency. Its mission is to develop the most productive workforce possible while 
maintaining an exceptional level of customer service in order to accomplish the organization's 
goals. Speaking in front of a big crowd involves a certain set of competencies, referred to as public 
speaking, in any kind of human resources training (Better Public Speaking, 2020). From the 
earliest stages of childhood, individuals must work to develop these abilities. Whether you're 
addressing an audience in a conference room or delivering a speech to a big group, public speaking 
talents will be required on a regular basis. While practicing public speaking, individuals must 
consider a variety of issues. 


How does HRD Framework Works for Public Speaking Analysis ? 


Employers or subordinates may provide informal employee mentoring under the Human Resource 
Framework. Both are important in their own ways. 


When an employee receives formal training, he or she gains an understanding of the company's 
culture and conventions, as well as the job itself. In contrast to formal education, informal 
education includes training from a manager or other business personnel on topics such as company 
culture and other pertinent issues. As a result, ties between workers and colleagues are fostered 
and maintained, resulting in increased output. 


As stated by human resource development, public speaking entails building self-confidence, 
communicating clearly and fluently, connecting with the audience, and assessing the audience's 
needs. Additionally, it demands maintaining consistent body language and facial expressions while 
avoiding signs of anxiety or fragility, as well as using polite language and respected phrases while 
delivering factual information. One of the primary downsides of these skills is that they make folks 
feel uncomfortable and exposed. They are able to transcend their feelings of insecurity and 
vulnerability through consistent practice. 


Objective of the HRD Framework 
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The HRD Framework includes developing and sustaining personnel skills and competences. The 
major objective is to always have a highly trained and competent staff accessible. It will come in 
handy in the future. Advances in technology and education have broadened the capacities of human 
resources in the contemporary economy. Companies are working on increasing staff training in 
order to take advantage of these promotions. 

An HR director's network should extend well beyond their current job in order for them to be 
successful. According to Laura Harrison, the CIPD's strategy director, a person who can create a 
compelling story about a brand is really valuable. 

She adds that a well-spoken HR director who can speak about the company's L&D programs and 
innovative employment policies may do a lot of good for the company's employer image. 


This helps to recruit the best and brightest to the workforce, which benefits the economy as a 
whole. 


According to her, "if senior HR professionals can go out and explain the story of their work, the 
values of their organization can be promoted across the media." This is beneficial not just to your 
firm, but also to the HR profession as a whole. " Building what we call 'professional capital,’ or 
trust and authority, may help you accomplish your objectives. 


Meanings of HRD: 


The American Society for Training and Development states that 'human asset development is the 
process through which we may enhance our human asset limit.' There are several methods to 
enhance an individual's, group's, or organization's human structure. 


INPUTS 
SHRD Practices: 
. Integration with 
organizational missions 


and goals. PROCESS 


. Top management support. Organizational 


. Environmental scanning. Learning: 
. HRD plans and policies. 
. Line manager 


* Knowledge acquisition 
* Knowledge distribution 
« Interpretation 

* Organizational memory 


commitment and 
involvement. 

. Existence of 
complementary HRM 
activities. 

. Expanded trainer role. 

8. Recognition of culture. 

. Emphasis on evaluation. 


OUTPUTS 
HRD Outcomes 


. Shaping organizational 


missions and goals. 


. Top management leadership. 
. Environmental scanning by 


senior HRD management. 


. HRD strategies, policies and 


plans. 


. Strategic partnerships with 


line management. 


. Strategic partnerships with 


HRM, 


. Trainers as organizational 


change consultants, 


. Ability to influence 


corporate culture. 


. Emphasis on individual 


productivity and participation. 
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Primary Objectives of HRD in public speaking 


We may have a better understanding of HRD objectives by concentrating on the critical nature of 
human resources and using the "Baldridge Award' assessment cycle, which is given globally to a 
quality association. Association human resource development rehearsals should be utilized to 
develop/understand the association's workforce's full capabilities, including administration. The 
HRD's four primary objectives are as follows: 


To guarantee the complete development of the association's human resources: 


The first step in developing a customized human resource development strategy is to construct a 
framework within the company that allows workers to work on their own projects. Workers would 
have the opportunity to air their grievances with management in front of a huge audience. 
Managers also consider representatives’ emotions, and then recommend them (although not in a 
straightforward manner) in order to generate. Individuals differ significantly in their natures and 
features. While presentations may be stressful for some, they can also be entertaining for others. 


To ensure the association's growth, it is vital to provide an atmosphere in which representatives 
may discover, produce, and use their own insight: 


Additionally, human resource development professionals seek to establish an atmosphere that 
motivates workers to give their all. An HRD software engineer utilizes all of a worker's abilities, 
capabilities, and expertise to the fullest extent possible. Innovative ideas and techniques would be 
promoted and rewarded inside the company. They will appreciate the value of public speaking 
talents when they are properly prepared and capable of overcoming anxiety, fear, and trepidation. 


To retain, recruit, and energise a highly qualified workforce: 


When a business discontinues its human resource development program, it often loses some of its 
most skilled personnel. In the eyes of its members, the organization provides a perfect environment 
for them to reach their full potential. When an organization acknowledges and honors its members' 
competence, it may persuade them to reconsider. Associations with a poor track record of human 
resource development will have a difficult time changing the minds of its affluent and prominent 
members. 


To develop a more ordered data age: 
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Human Resources Development (HRD) programs assist businesses in obtaining information on 
human resources for the goal of planning, organizing, developing, and arranging positions, 
vocations, and advancement. Human resource development is a well-organized and efficient 
technique for enhancing staff productivity. The organization's future goals and objectives are set 
by everyone, both on an individual and corporate level. Human resource development (HRD) is 
the process through which an individual's abilities, talents, and skills enable him or her to seek out 
attractive business opportunities wherever they may be. Additionally, human _ resource 
development should concentrate on increasing workers' capabilities to enable them to perform 
more efficiently. 


Four Stages of HRD Framework in Public Speaking Programs 


Human resource development benefits the organization's employees by providing a framework 
for their professional and personal development. Additionally, the company's general 
development is emphasized, as is employee career progression. When it comes to increasing 
employee productivity in order for a business to compete and profit, human resource 
development is a critical method. The company adheres to the Four Stages of Human Resource 
Development Framework, which includes the following: 


1. Assessment 

2. Design 

3. Implementation 
4. Evaluation 
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Below is the elaborated description of every HRD Framework Stage: 


1. Assessment of Public Speaking 


Assessment, according to the HRD Framework, comprises prioritizing needs, grasping and 
assessing individual performance, job tasks, and the corporate environment as a whole. It is critical 
to understand the gap between one's current skill set and the one necessary to do a certain task. 
This level starts a four-step structure for human resource development. 


An assessment is the first step in determining the specific skill set required to perform a particular 
function. As a result, after the shortfalls are detected, the prospective employee's competency is 
enhanced via quantitative knowledge and performance targets. Public speaking talents may be 
enhanced via educational institutions’ training programs. To assist students in succeeding, 
educators in these programs apply excellent teaching and learning methodologies, resources, and 
instructional strategies. Individuals may enhance their public speaking talents if these traits are 
advantageous and obvious. 


Training requirements may be determined by comparing what a business expects of its personnel 
to what it gets. Additionally, it indicates who should get training, whether they are new or current 
employees. 
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Need Assessment 


The Needs Assessment process establishes objectives and ways for accomplishing those 
objectives. It illustrates the disconnect between the company's current talent pool and the 
competencies required to perform at a higher level. Employers may utilize human resource 
development to close the gap between an employee's existing talents and those necessary to do the 
job effectively. 


Concentration training is another critical factor for kids. If they can maintain attention, they will 
be able to develop their public speaking talents. Individuals will recognize their significance after 
they are effectively applied in educational institutions and companies. 


A need might be an existing weakness or a brand-new issue that demands a reassessment of how 
the business operates. When assessing a need, the individual, job responsibilities, environment, 
and personal preferences are all considered. 


Gap Analysis 


To do a Gap Analysis, you must first contrast your present performance with your desired 
performance. The first step is to assess the organization's performance and that of its employees. 
Two components of the equation are the current condition and the ideal scenario. It is critical to 
recognize the fundamental difference between these two techniques. 

Practice is a critical component of this subject. Individuals may enhance their public speaking 
talents via consistent practice. Concentration is another issue that learners must consider. If they 
can maintain attention, they will be able to develop their public speaking talents. 


2. Designing the public speaking program for employees 


The company's business strategy and objectives must be included into the HRD process to 
establish a successful HRD program. An HRD program is a set of methods for training and 
development that is implemented as part of a larger program. The construction of the training 
program begins when the needs have been correctly recognized. It addresses both the substance 
of the training and how it is delivered. When people understand the value of excellent public 
speaking abilities, their lives improve. Individuals do not focus on honing their public speaking 
skills in particular settings, according to study, because they believe they will not have the 
chance to speak in front of others. In order to pursue their educational ambitions and improve 
their employment chances, they will need to focus on honing their public speaking abilities. 
Factors Consider developing a public speaking HRD program. 

The "X" Factor": the degree of expertise, the amount of time, the number of trainees, the 
subject matter, financial resources, and the size of the HRD organization all play a part (other 
conditions) 

There are many factors to consider when selecting a vendor for an IT project, including the 
following: 
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The HRD program may be delivered online or offline, depending on the needs of the employer. 
To summarize, the steps involved in incorporating HRD into employee training are as follows: 
The goal of a training session should be clearly defined before it is implemented. It has to do 
with the company's objectives and the talents needed to attain them. 

The next step is to create a lesson plan, and now is the time to get started. The training course 
comes with instructions and a full explanation. 

The acquisition or collection of training materials is the next phase in the HRD program. 
Whether in a classroom or online, these aspects are critical. 

It's critical to find the correct trainer or leader to help people improve their talents. Anyone, 
whether the employer or a professional trainer, might be the culprit. 

To impart education, a lecture, role play, conference or group discussion, or online training 
approaches, for example, might be used. 

The final training program may be organized after all of the materials have been collected. The 
company's customs decide this. 


3. Implementation of public speaking 


Effective human resource development programs or interventions need a good assessment 
and planning phase. Execute plans or replies using the most appropriate and trustworthy 
approaches. Personal, professional, and public speaking are all situations in which public speaking 
abilities are used. Each of these components has a role in an individual's everyday routine. They 
must engage with other individuals in these areas. Communication between individuals or groups 
is allowed, but both sides must speak in front of a huge audience. 


Techniques for developing public speaking abilities 


Training will begin immediately upon the establishment of training criteria and goals. To 
establish the most efficient method of providing human resource development interventions, one 
must first understand why training is being delivered. The content of the training program is 
critical. Employee engagement and productivity are predicted to increase when workers acquire 
new skills or improve current ones. The training approaches that will be employed in the program 
are as follows: 


«= On-the-job Training (OJT) This method leads to the employee to learn the job by 
actually performing it. The types of OJT are Job Instruction Training (JIT), Job 
Rotation, Coaching, and Mentoring. 

« Of-the-job Training — This method involves the employee to be shifted away from 
their place of work to provide training. Types of Off-the-job Training are Case 
Study Method, Management Games, Distance learning, Sponsored higher 
education courses. 

« Apprenticeship Training — This is a combination of classroom training and OJT. 
It is a structured process to enhance the skills of an employee with a set of 
instructions. 
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« Distance/Internet-Based Training — This is a prevalent type of training method 
that doesn’t require the trainer or trainee to meet at one place. Through video- 
conferencing, telephonic training and over the internet, the practice has done. 

« Simulated Training — This method involves the use of simulator equipment where 
the employee can feel the actual environment and work accordingly. 

«= Computer-Based Training (CBT) — This method leads to training the employee 
as per his time availability. CBT can also provide a progress report from time to 
time for better engagement. 

«= Audiovisual Media — Brings visual senses (seeing) into play, along with audio 
senses (hearing) 


« E-learning — 

General communications 

Online reference 

Needs assessment, administration, testing 
Distribution of CBT 

Delivery of multimedia 


OO: 0 --O* =O 


4. Evaluation of Public Speaking 


Participants will assess the program at the conclusion of the HRD process and training sessions. 
This phase assesses the effectiveness of the HRD intervention. Students and professionals in a 
variety of professions are all a part of the group's working life at the moment. For instance, 
education and employment in a variety of settings, such as a school or a business, are critical 
components of a professional's career growth and revenue creation. Public speaking is acceptable 
in many fields and occupations. Seminars and workshops are offered at all levels of education and 
in a wide range of settings. Everyone has the chance to speak at seminars and workshops. As a 
consequence, this demonstrates that public speaking skills are also used in professional settings. 
When these skills are applied effectively and efficiently, they assist individuals in obtaining 
promotion opportunities, receiving recognition and rewards, maintaining cordial terms and 
relationships with others, performing job duties effectively, and achieving both professional and 
personal goals and objectives. As a consequence, everyone in the group understands the value of 
public speaking. Additionally, they significantly contribute to a feeling of job satisfaction. 


Evaluation Purpose 
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The purpose of the assessment is to evaluate whether or not the program meets its stated objectives 
and retains employee engagement throughout the session. Finally, it enables employees to 
capitalize on their abilities while simultaneously overcoming their limitations. Furthermore, it 
works as a technique of motivating individuals to work harder. This is how future participants and 
the program's progress will be collected. 


Textbook definition 


“The systematic collection of descriptive and judgmental information necessary to make 
effective training decisions related to the selection, adoption, value, and modification of various 
instructional activities.” 


“Any attempt to obtain information (feedback) on the effect of training program and to 
assess the value of training in the light of that information for improving further training.” 


Measurement of the Effectiveness of the HRD Program about public speaking 


The HRD program’s effectiveness measurement ensures the effectiveness of the program 
against the costing occurred. The application should lead to encourage the employees to work with 
more engagement and excitement at the same time using the new or the polished skills they have 
just learned during the sessions. It is also important because it leads to understanding whether the 
desired goal after training is achieved or not. 


How to Evaluate Effectiveness of public speaking 


Employee competencies may be assessed before, during, and after training sessions to 
determine how effective the HRD program is. Additional factors to examine for an appropriate 
evaluation of the HRD program include: 


When determining which evaluation criteria to utilize, participants' emotions, changes in 
attitudes, talents, and knowledge, as well as the difference between their present performance and 
that of the organization as a whole, are all taken into account. 


The second step is to choose the design of the assessment study in order to appropriately 
evaluate a program. The first strategy involves taking measurements before and after the HRD 
program and using them to generate a time series. The second strategy is Controlled 
Experimentation, the most prevalent and formal evaluation procedure. Furthermore, a controlled 
group is developed, and data from the training and control groups is collected both before and after 
training, and the review is completed suitably. 
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Program or Intervention Evaluation - The HRD program is evaluated using three primary 
criteria. They are the responses of the participants to the session in terms of like or disliking it. 
Attendees got new skills and knowledge as a result of the meeting. Another thing to look out for 
is a change in conduct. Evaluators should look at how the employee's overall behavior has altered 
after the training. 


It's perhaps the most highly awaited category of evaluation. The ultimate result is assessed 
based on the company's declared goals and objectives. It is up to the evaluator to assess whether 
or not the final output is consistent with the initial vision. If a complaint was made concerning a 
participant's ability to work after training, the response of subordinates and supervisors, and the 
participant's desire to work, the complaint would be based on the participant's behavior after 
training. 


The assessor will evaluate the result based on the participant's response, learning, and 
behavior. As a result, if it fails to meet the predicted outcome, it has most likely failed to meet its 
goals. 


Advantages and Disadvantages of Techniques to Evaluate Public Speaking 


There is a need to formulate measures and programs, which are focused upon elimination 
of these problems. In rural communities, these problems are more prevalent as compared to urban 
communities. The individuals in these communities are residing in the conditions of poverty and 
backwardness. In addition, they are unaware in terms of various areas, which would bring about 
improvements in their living conditions. 


1. Interview ¢ Flexible ¢ High Reactive effects 
¢ Opportunity for ° Highcost 
clarification 
* Face-to-Face Threat 
¢ Depth Possible Potential 
¢ Personal Contact ¢ Trained Observers 
Needed 
2. Questionnaire * Low cost * Possibly Inaccurate Data 
* Anonymity Possible * Return Rate Beyond 
Control 


* Respondent Sets Pace 


¢ Variety Of Options 
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3. Observation * Non- Threatening Possibly Disruptive 
¢ Excellent way to Reactive Effect Probable 
Measure Behavior : 
Trained Observers 
Change 
Needed 
4. Written Test ¢ Low Purchase Cost Possible low Relation to 


Readily Scored and 
Quickly Processed 


Job Performance 


Reliance on Norms May 


; me Distort 
* Easily Administered 


: ; ; Individual Performance 
* Wide Sampling Possible 


¢ Cultural Bias 


5. Simulation/ Performance Test * Reliable ¢ Time consuming 


Simulation often 
Difficult and Costly 


* Objective . 


¢ Close Relation to Job 
Performance 


Ethical Issues Concerning Evaluation of Public Speaking 


a) Confidentiality 

b) Informed consent 

c) Withholding training from control groups 
d) Use of deception 

e) Pressure to produce positive results 


Evaluation of Training Costs 
Cost-benefit analysis 


Compares cost of training to benefits gained such as _ attitudes, reduction in accidents, 
reduction in employee sick- days, etc. Assessing the needs and requirements of the audience is an 
important measure, which needs to be taken into consideration in bringing about improvements in 
public speaking skills. In this measure, the individuals will be able to identify the areas in terms of 
which they need to be made aware of. For example, in the department of adult and community 
education, there is a seminar and students are asked to prepare a speech in terms of concepts related 
to education, then they will make selection of various topics. 
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Cost-effectiveness analysis 


Some of these include, bringing about improvements in teaching-learning methods and 
instructional strategies, utilization of modern and innovative methods in the system of education, 
rural education in Pakistan and so forth. Hence, through these topics, the individuals will make 
provision of knowledge and understanding to others in terms of various concepts related to the 
field of education. 


Conclusion 


It is a strategy for enabling workers of a company to maximize their potential in order to 
accomplish their goals and objectives. When someone are preparing to speak in front of a big 
crowd, they must be properly prepared. Preparation is critical for developing a firm grip of a range 
of subjects and concerns. There are several factors to consider while preparing for a job interview. 


As aconsequence, human resource development (HRD) may be characterized as a set of organized 
and deliberate activities targeted at guaranteeing that the workforce has the necessary public 
speaking talents to accomplish both short- and long-term goals. It is a combination of education 
and training that ensures an individual's continuous growth and advancement. Firms should 
employ these human resource practices prudently in order to get the most out of their personnel 
and accomplish their objectives. It is a strategy for enabling workers of a company to maximize 
their potential in order to accomplish their goals and objectives. When someone is preparing to 
speak in front of a big crowd, they must be properly prepared. Preparation is critical for developing 
a firm grip of a range of subjects and concerns. There are several factors to consider while 
preparing for a job interview. 
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